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ABSTRACT 


Considerable research has been undertaken on the job satisfaction 
of employees or subordinates, but relatively little research has been 
conducted on the satisfaction of leaders in organizations. In the field 
of education, much more research has been directed toward the job 
satisfaction of teachers than to that of principals or other adminis- 
trators. Possibly certain conditions or variables that affect the 
attitudes of school principals toward their work have been neglected. 
The primary purpose of this study was to investigate the extent to 
which the job satisfaction of high school principals is related to 
three variables which were considered to be of particular consequence 
to the leadership role of principals: perceived school effectiveness, 
effectiveness as a leader, and level of influence. The secondary 
purpose was to study the extent to which job satisfaction is related 
to individual characteristics of the principals and to organizational 
characteristics of the schools. 

The study was designed as a non-experimental, descriptive study. 
Data collection was achieved by means of a questionnaire and a semi- 
structured interview. The questionnaire was mailed to all principals 
of senior high schools in Alberta (88 percent were returned). 

Ten principals were interviewed to obtain more insight into the 
context of the questionnaire responses. Various descriptive 
statistical techniques were used to analyse the statistical data, 
while content analysis and more qualitative techniques were used to 
analyse the written and oral responses. 


Direct relationships were identified between the overall job 
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satisfaction of senior high school principals and their perceptions of 
their school's overall effectiveness, overall effectiveness as a 
leader, and overall level of influence. Several insights into the 
nature of the variables and the relationships among them were obtained. 
The facet ''sense of accomplishment'' was a key to understanding the 
nature of the relationships because it was related to numerous other 
facets of job satisfaction, it was the best predictor of overall job 
satisfaction, it was strongly related to perceptions of overall school 
effectiveness and overall leader effectiveness, and to numerous 
criteria of school effectiveness and leader effectiveness. The facet 
"working relationships with teachers'' was another important link 
between job satisfaction and perceptions of school and leader 
effectiveness. The factor “attitudes (morale) and performance of 
teachers'' was an important source of job satisfaction (and dissatis- 
faction) and an important indicator of school effectiveness and leader 
effectiveness. 

The principals identified six indicators of high school effective- 
ness. The most important of these were (1) satisfaction, morale or 
"spirit!' of students and teachers and (2) academic achievement in post- 
secondary institutions. They identified the following important 
indicators of leader effectiveness: (1) working collegially with 
teachers (sharing leadership functions), (2) making decisions effectively, 
(3) demonstrating an interest in and concern for people, and 
(4) directing others to reach goals. The most important bases of 
influence for principals were (1) personal qualities and expertise 


and (2) ways of working with people to win trust and support. 
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CHAT GE IN 


Overview of the Study 


The "quality of work life’! in many organizations in western society 
is being eroded. Workers in these organizations cannot feel as secure 
as they once did in believing that they will alwavs have a job, that 
they will automatically have pay increases and more fringe benefits, 
and that their work will not be altered by innovations such as computer 
technology. To help maintain or improve the quality of work life, 
those who study the attitudes and behaviors of workers in organizations 
should continue their search for ways to increase job satisfaction and 
reduce job dissatisfaction. 

The quality of work life should be maintained or improved because 
it is important in its own right and because there is an implicit 
assumption that satisfied workers will perform better than dissatis- 
fied workers (Bacharach and Mitchell, 1983:102). This assumption 
exists among leaders and managers of organizations in spite of the 
fact that research has not explicitly shown that job satisfaction 
leads to better performance (Locke, 1976). In fact, some theorists 
have suggested that the reverse relationship exists, that is produc- 
tivity affects job satisfaction (Gruneberg, 1979). Future research 
may show that the relationship between job satisfaction and productivity 
is indirect and probably highly complex. 

Many studies have been completed in the past four decades to 


assess the overall job satisfaction of employees in various types of 


_ 
ae 
7 
; 
? 
- - 
_ pac 
- : 
2 
inemara [! 
: : vent € 
. - 
7 | coneeetag ay 
- - gal Wer 
; » vee 
— - 
_ on ( 2 tyw 
: ; “=e 
‘ : , : f - i 
7 
[7 aha MT nl tht" | fhe Aa or 
_ : ’ 
_, 4 (Wiaeimerel 7 oe eae Fe > 1 ee hi = = a re eo 


sine yi gaesye Lal 


Sabha 


Organizations and satisfaction with certain facets of the job. Recently, 
job satisfaction and dissatisfaction have been studied indirectly in 

at least two important areas of work behavior research. Job stress 

(and burnout) and role perceptions (role ambiguity and role conflict) 
have attracted much attention because both researchers and practitioners 
are concerned about the negative consequences of these variables; job 
dissatisfaction is one of these consequences. While the study of job 
Stress and of role ambiguity and role conflict progresses, it is 
important that the study of job satisfaction continues also. These 
studies should contribute jointly to the improvement of work life for 
employees. 

Considerable research has been undertaken on the job satisfaction 
of employees or subordinates, but relatively little research has been 
done on the satisfaction of leaders in organizations. Friesen, 
Holdaway, and Rice (1981) and, more recently, Bacharach and Mitchell 
(1983) observed that in the field of education much more research has 
been directed toward the job satisfaction of teachers than to that of 
principals or other administrators. Consequently, the variables that 
have been examined, in various types of organizations including schools, 
seem to be related more to the job situations and work behavior of 
employees than to those of leaders of organizations. Possibly certain 
conditions or variables that affect the attitudes of persons in leader- 
ship positions toward their work have been neglected. 

The primary. purpose of this) study was to investigate the extent 
to which the job satisfaction of high school principals is related to 


three variables which were considered to be of particular consequence 
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to the ieadership: role of principals: -perceived school effectiveness, 
perceived effectiveness as a leader, and perceived level of influence. 
The secondary purpose was to study the extent to which job satisfaction 
is related) tovitindi viduals characteristics of the principals, and to 
Organizational characteristics of the schools. Individual character- 
istics were age, experience and formal education as an administrator, 
and sex: organizational characteristics were setting and size of 
school, grades in school, and type of school system. 

The study was designed as a non-experimental, descriptive study. 
Data collection was done by means of a questionnaire and a semi- 
structured interview. The questionnaire was mailed to all principals 
of senior high schools in Alberta and ten principals were interviewed 
to obtain more insight into the context of the questionnaire responses. 
The data were analyzed using statistical techniques such as frequency 
distributions, correlations, and comparison of means. 

This study was completed as part of a larger study of senior high 
school principals, conducted by Dr. E. A. Holdaway of the Department 


of Educational Administration, the University of Alberta. 


JUS Tid catlonu Tone tiesocuGyY 
As already noted, the variables that have been examined in the 
many studies of job satisfaction seem to be related more to the job 
situations and work behavior of the people at the lowest level of the 
OFGanizational chart than to the ones at the top. In studies of the 
Overall satistaction of principals with their job and their Satistaction 
Withevarious jos facets, Vittle or no attention has been directed Co 
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effectiveness as a leader, and their level of influence. Justification 
for investigating the relationships between these role aspects and job 
satisfaction of principals was evident in the literature. 

In his survey of the major findings with respect to causal factors 
in job satisfaction, Locke (1976:1319) found strong evidence that, 
among other variables, sense of achievement is related to job satis- 
faction. In the educational setting, lannone (1973), Schmidt (1976) 
and Rice (1978) identified a sense of achievement as a source of job 
satisfaction for school principals. As an extension of this finding 
it seemed probable that the sense of achievement of principals is 
related to how effective they perceive their schools to be and how 
effective they perceive themselves to be as leaders. Also, because 
level of influence is an important aspect of leadership, it should 
be related to the sense of achievement of principals. Thus, for 
reasons discussed below, sense of achievement was viewed as a possible 
link between the job satisfaction of principals and their perceptions 
of the school's effectiveness, their effectiveness as a leader and 
their level of influence—a conceptual framework is presented at the 
end of Chapter 2. 

Support for the assumption that the sense of achievement of 
principals is closely associated with the three perceptions of their 
role was obtained from the recent literature on school effectiveness 
and leader effectiveness. Many writers have described the leadership 
Of principals as a major determinant of school effectiveness. lin a 
recent review of the literature, Rutherford, Hord, and Huling (1983:7) 


found that ''there were many proclamations in the literature about the 
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importance of the principal to school improvement.'' School effective- 
ness seemed to be the ''topic of the day'' among district office 
personnel, school board members, and researchers in the field of 
educational administration, as is evident in the following statement 
by Hall and Rutherford (1983:55): 

Superintendents, policy makers, school boards and others 

often announce to principals that they are responsible for 

improving student achievement . . . and making the changes 

in their school that make them more effective. 

Principals, especially those who have considerable professional 
expertise and training, are well aware that the effectiveness of their 
school is mainly their responsibility. They realize the importance of 
their instructional leadership function in making the school as 
effective as possible. Therefore, the sense of achievement experienced 
by principals is surely related to how effective they perceive their 
schools to be and how effective they perceive themselves to be as 
leaders. 

Furthermore, the success or failure of principals as leaders of 
organizations is determined partly by their level of influence or 
power as a leader. According to Bossert et al. (1982:49), principals 
must establish and exercise influence, as well as authority, if they 
are to be strong instructional leaders. Principals can no longer 
depend upon only the legitimate power or authority of their office to 
be in control. Because principals learn through training and 
experience that a high level of influence is important in being an 
effective leader, their perception of their level of influence probably 


affects their sense of achievement which, in turn, affects their level 


of job satisfaction. 
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Practical Significance of the Study 


The justification for this study given above is, in most respects, 
a theoretical justification explaining why the particular relationships 
were postulated for investigation. Although the practical significance 
of continuing the study of job satisfaction of workers was addressed 
in the introduction, the discussion to this point has not addressed 
directly thespractical Sitgqnaiticancesor tins study. 

Through its contribution to the literature and research on job 
Satisfaction of principals, leader effectiveness of principals, and 
the bases of influence of principals, this study was expected to 
provide, in a practical sense, a better understanding of the role of 
high school principals and their perceptions of their role. It was 
also expected to provide insights into how the thoughts and emotions 
of high school principals are related to their perceptions of their 
role and the effectiveness of their school. This information might 
be of use to persons who aspire to become high school principals. 

Also, the independent measurement of principals' perceptions 
of school effectiveness, of their effectiveness as a leader, and of 
their bases of influences were expected to provide information of a 
practical nature. The factors that best predict overall high school 
effectiveness and effectiveness as a leader, as perceived by high 
school principals, were identified, as were the bases from which 
they derive their greatest level of influence. This information 
was expected to have some practical significance for school board 


members and central office administrators who select and supervise 


high school principals. 
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Finally, information on how perceived leader effectiveness is 
related to personal and school-related variables should be of interest 
to those persons who must select and supervise high school principals. 
Assuming that a positive perception of effectiveness as a leader is an 
important characteristic of principals, school board members and central 
office administrators may appreciate having a better understanding of 


how this perception is related to personal and school-related variables. 


Definitions 
Job Satisfaction 
Vroom's (1973:64) definition of job satisfaction—"'a person's 
affective reactions to his total work role''-—and the following 
definition by Locke (1976:1342) were chosen for this study: 
Job satisfaction may be viewed as the pleasurable emotional 
state resulting from the perception of one's job as fulfilling 
or allowing the fulfillment of one's important job values, 
providing these values are compatible with one's needs. 


The operational definition of overall job satisfaction was the 


perceived overall job satisfaction, as rated by each respondent. 


Facet Satistaction 

Lawler (1973:64) defined facet satisfaction as ''people's 
affective reactions to particular aspects of their job.'" Some examples 
of facets or aspects of the job of principals are salary, working 
relationships with teachers, staff morale, relationships with the 


superintendent, and attitudes of parents toward the school. 


Schoo] Effectiveness 
School effectiveness is multi-dimensional and is identified 


using many criteria. Miskel, Fevurly, and Stewart (1979:98) described 
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school effectiveness in the following statement: 
Perceived organizational effectiveness is the subjective 


evaluation of a school's productivity, adaptability, and 
Hhexibility. .-. . In summary, effective schools are perceived 


to produce products and services in greater quantity, with 
better quality; to show flexibility: and to exhibit adaptability 
to a greater extent than less effective organizations. 
This understanding of school effectiveness was used as a theoretical 
base on which to build a list of criteria of school effectiveness. 
The operational definition of overall school effectiveness was 


the perceived overall effectiveness of their school, as rated by each 


respondent. 


Leader Effectiveness 

Stocditl (1974.12) defined teadership “im terns of its instru 
mental value for accomplishment of group goals and satisfaction of 
needs.) similarly. Burns (1978:19)) defined leadership as 

leaders inducing followers to act for certain goals that 

represent the values and the motivations—the wants and 

needs, the aspirations and expectations—of both leaders 

and followers. 
These definitions formed a theoretical base on which to build a list 
of criteria to define the multidimensional concept of leader effective- 
ness. 

The operational definition of overall leader effectiveness was 


the perceived overall effectiveness as a leader, as rated by each 


respondent. 


Influence 


Influence was defined as the ability to affect the thoughts, 


emotions, or actions of one or more other persons, based on personal 
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resources as well as the authority of one's office. 
The operational definition of level of influence was the perceived 


overall level of influence of the respondent. 


Bases of Influence 
The bases of influence or power defined by French and Raven (1959: 
155) —reward, coercion, referent, legitimate, and expert—were chosen 


Tor this study. 


Senior High School 

A senior high school was defined as any secondary school which 
had enrolled in it Grade 10 and/or Grade 11 and/or Grade 12 pupils 
and which may also have enrolled in it Grade 7 and/or Grade 8 and/or 


Grade +9 pup is. 


Research Questions 

The following research questions guided the development of the 
questionnaire, the analysis of the data and the discussion of the 
findings. The first three questions operationalize the relationships 
assumed between job satisfaction and perceptions of school effective- 
ness, leader effectiveness and level of influence. Question 4 
describes the examination of relationships between job satisfaction 
and selected organizational characteristics of schools and personal 
characteristics of principals. The identification of the best 
predictors of each of the four major variables is operationalized in 
Questions 5 through 8, and the final three questions represent the 
examination of the relationships between selected facets of satis- 


faction and perceptions of selected criteria of each major variable. 
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1. To what extent is the overall job satisfaction of high school 
principals related to their perceptions of their school's overal] 
effectiveness? 

2. To what extent is the overall job satisfaction of high school 
principals related to their perception of their overall effectiveness 
as a leader? 

3. To what extent is the overall job satisfaction of high school 
principals related to their perception of their overall level of 
influence? 

4. To what extent is overall job satisfaction related to selected 
organizational characteristics of schools and selected personal 
characteristics of principals? 

5. Which facets of job satisfaction are the best predictors of 
overall job satisfaction? 

6. Which criteria of school effectiveness are the best predictors 
of overall school effectiveness? 

7. Which criteria of leader effectiveness are the best predictors 
of overall leader effectiveness? 

8. Which bases of influence contribute most to overall level of 
inf luence? 

9. To what extent is satisfaction with selected facets of the job 
related to perceptions of selected criteria of school effectiveness? 

10. To what extent is satisfaction with selected facets of the job 
related to perceptions of selected criteria of leader effectiveness? 
11. To what extent is satisfaction with selected facets of the job 


related to perceptions of selected bases of influence? 
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Assumptions 

The following assumptions were made in this study: 

]}. an individual's job satisfaction can be measured by means of 
a questionnaire; 

2. principals” perceptions, of their school's effectiveness, their 
effectiveness as a leader, and their level of influence can be measured 
by means of a questionnaire; 

3. principals would provide accurate responses to the question- 
naire; 

4. the respondents! ratings on the questionnaire items would 
provide valid indicators of their job satisfaction and their role 
aspects being measured; and 

5. the rating scales used to rate job satisfaction and percep- 
tions of school effectiveness, leader effectiveness and level of 


influence possess interval properties. 


Limitations 

This study was limited by the instrumentation used. A question- 
naire is a convenient means of data collection but it is limited by 
the extent to which it can measure the variables being studied. Except 
for the job satisfaction items, the reliability and validity of the 
questionnaire were not established previously. The follow-up interviews 
should have overcome some of the limitation of using only questionnaires 
to collect data by providing insights which helped to support or 
explain some of the findings. 

Second, this study was limited because it was not longitudinal. 


Job satisfaction and perceptions of the various role aspects were not 
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measured at several different times in the school year. Because the 
measurements were restricted to one particular time in the school 
year, the responses may not be representative of other times. However, 
this limitation should not have substantially affected the testing of 
relationships between variables all of which were measured at the same 
time. 

Third, this study was limited because causal relationships were 
not posited for investigation. No cause-effect relationships were 


Suggested even when strong relationships were found. 


Research Design: 

Respondents rated their overall job satisfaction, the overall 
effectiveness of their school, their overall effectiveness as a 
leader, and their overall level of influence. These measures were 
used to test statistically the relationship between overall job satis- 
factiiom and=each ofwthe other «three Vail ables “Questionsitl,. 2aarand 13). 
Frequency distributions and comparison of means were used to determine 
the extent to which overall job satisfaction was related to selected 
organizational characteristics and personal characteristics (Question 
4). Also respondents rated their satisfaction with particular facets 
of their job and statistical analysis was used to identify which 
facets of job satisfaction were the best predictors of overall job 
Satisrack on 1(0uest ton 5). 

Respondents rated the effectiveness of their schoo] according to 
numerous criteria; statistical analysis was used to identify which 
criteria were the best predictors of overall school effectiveness 


(Question 6). The same approach was used to identify which criteria 
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of leader effectiveness were the best predictors of overall leader 
effectiveness (Question 7), and which bases of influence contributed 
the most to overall level of influence (Question 8). 

Finally, the measures of satisfaction with selected facets of the 
job and the measures of perceived school effectiveness were analysed 
statistically to determine the extent to which satisfaction with 
selected facets was related to perceived school effectiveness 
(Question 9). A similar approach was used to determine the extent to 
which satisfaction with selected facets was related to perceived leader 
effectiveness (Question 10) and to perceived level of influence 


(Question: Ji))e 


Data Collection and Analysis 

Questionnaires were mailed to all 155 principals of senior high 
schools in Alberta, i.e., all secondary schools having Grade 10 and/or 
Grade 11 and/or Grade 12. A stratified sample of ten respondents was 
interviewed in order to obtain more insight into the context of the 
questionnaire responses. 

The Job Satisfaction instrument in the questionnaire was based on 
the instrument used by Rice (1978), ''Sources of Principal Satisfaction. 
The instruments in the questionnaire for measuring perceived school 
effectiveness, leader effectiveness, and level of influence were 
developed from the review of the literature in each of the areas. For 
example, the items in the Level of Influence instrument reflect the 
types of social power differentiated by French and Raven (1959:155). 

The interview schedule was derived from the analysis of the 


questionnaire data. The analysis generated several questions related 
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to the nature of the major variables: the interview schedule was 
designed to answer these questions. 

In an effort to remove some ambiguity and to increase validity, 
the questionnaire was reviewed by three senior administrators in the 
Department of Education, the Alberta Teachers' Association, and a 
school district. The questionnaire was then pilot-tested by principals 
who were graduate students in the Department of Educational Administra- 
tion at the University of Alberta. The interview schedule was reviewed 
by the thesis advisory committee and was pilot-tested by three of the 
graduate students who had previously pnilot-tested the questionnaire. 

One concern was that in evaluating their own effectiveness and 
their school's effectiveness, principals may have tended to give self- 
enhancing responses. ''Self-enhancement'! effects should have been 
minimized by a guarantee of complete anonymity and by explaining the 
purpose of the study in a non-threatening way. 

Correlational analysis, frequency distributions, regression 
analysis, and comparison of means were the most common statistical 
techniques used to provide information relevant to the research 
questions. The free responses from the questionnaire were analysed 
using content analysis techniques. More qualitative techniques were 
used to analyse the interview data in an effort not to reduce the 
descriptive quality of the responses; a doctoral student observed and 


evaluated the use of these qualitative techniques. 
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Organization of the Thesis 

An overview of the study has been presented in this chapter. The 
literature on job satisfaction, school effectiveness, leader effective- 
ness, and the level of influence of leaders is reviewed in Chapter 2; 
a conceptual framework for this study is presented at the end of 
Chapter 2 in an effort to demonstrate the theoretical linkages among 
the major variables. Development of the research instruments, the 
procedures used in data collection, and the data analysis techniques 
utilized are described im Chapter 3. Chapter 4 ts a profile of the 
respondents to the questionnaire and the interviewees. The analyses 
of the questionnaire data and the interview data are reported, 
respectively, in Chapters 5 and 6. Chapter 7 reports the discussion 
of the findings and the conclusions drawn from the data analyses. 
Chapter 8 summarizes the thesis and reports the implications of the 


study for researchers and practitioners in educational administration. 
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CHAPTER 2 


Review of the Literature 


This chapter is a review of four very broad, well-developed 
bodies of literature—jJob satisfaction, school (and organizational) 
effectiveness, leadership effectiveness and power or influence of 
leaders. The relevant theories and research findings on job satis- 
faction are reported in considerable detail and in a sequence that 
demonstrates their conceptual and historical development. The 
following sequence is used under the heading of job satisfaction: 
definitions of job satisfaction; job satisfaction and work motivation; 
theories of job satisfaction and/or work motivation; factors affecting 
job satisfaction; role conflict and role ambiquity; job stress and job 
burnout; consequences of satisfaction and dissatisfaction; and job 
satisfaction of school principals. 

In comparison, the reviews of the other three bodies of literature 
are more limited or narrow. The reviews of the literature on school 
effectiveness, leadership effectiveness, and level of influence are 
more or less restricted to the information necessary to develop the 
instruments for assessing the perceptions of each variable. These 
reviews are reported in the following sequence: school effectiveness 
(including organizational effectiveness); the influence of leaders 
(the nature and bases of power or influence); and leadership effective- 
ness (the nature and functions of leadership and school principals as 


leaders). 
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A conceptual framework is presented at the end of the chapter to 


illustrate the relationships among the major variables in the study. 


Job Satisfaction 

Definitions of Job Satisfaction 

Leseditticultsto find definitions Of job Satustactlonmea | though 
so much has been written on the topic. In commenting about this 
"nebulous concept,'' Mumford (1972:4) said that ''many of us talk about 
it a great deal but .. . are hard pushed to provide an acceptable 
definition.’ Vroom (1973-64) defined job satisfaction as “a person's 
affective reactions to his total work role.'' Smith, Kendall, and 
Hulin (1969:6), who developed the often-used Cornell Job Descriptive 
index (J°D.1.) for measuring job satisfaction, defined “job satisfaction 
as the feelings a worker has about his job.'' These two simple 
definitions, by influential researchers in the field, explain very 
little about job satisfaction. The following definition by Locke 
(1976:1342) , which provides more insight, has appeared often in the 
literature and was cited in Chapter | as the definition used iin this 
Study: 

Job satisfaction may be viewed as the pleasurable emotional 

state resulting from the perception of one's job as fulfilling 

or allowing the fulfillment of one's important job values, 

providing these values are compatible with one's needs. 
All three definitions refer to job satisfaction as the emotional state 
or feeling of individuals toward their present job. This understanding 


Of jobesatistaction distinguishes. t, from, the group concept of 


"morale.!! 
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Morale. Whereas job satisfaction is a feeling or attitude of an 
individual, Gruneberg (1979:3) stated that ''morale refers to group 
wellbeing.'' Locke (1976:1300) viewed both job satisfaction and morale 
as emotional states, but he noted two differences in emphasis: 

First, morale is more future-oriented, while satisfaction is 

more present and past oriented; and second morale often has 

@ group referent .-. . while satisfaction typically refers to 

the appraisal made by a single individual of his job situation. 


Thus job satisfaction and morale are distinguishable from each other 


although they are closely related or similar in nature. 


Job Satisfaction and Work Motivation 

In well-known books on organizational psychology, the following 
theories (and others) are discussed under the chapter title ''motiva- 
tion’ tor the trtle ‘job satisfaction": expectancy theory, discrepancy 
theory, need-fulfillment theory, equity theory, value theory, and 
motivation-hygiene theory (Korman, 1971; Gilmer and Deci, 1977; Kelly, 
1980; Landy and Trumbo, 1980). For example, Kelly (1980) described 
the motivation-hygiene theory and the expectancy theory in his chapter 
entitled ''Motivation and Learning!’ and Gilmer and Deci (1977) described 
the same theories in their chapter on job satisfaction. Several 
theories, some of which are very similar, attempt to explain the 
motivation and/or job satisfaction of workers. In trying to see the 
distinguishing characteristics of the theories, confusion arises 
because motivation and job satisfaction are very closely related. 

Gilmer and Deci (1977:229-230) presented evidence that different 
factors influence job satisfaction of workers and the performance of 


workers, and they noted that Herzberg's (1959) motivation-hygiene 
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theory and Vroom's (1964) instrumentality-valence theory were offered 
to account for this difference—that motivation is a direct cause of 
better performance, while job satisfaction is not directly related to 
performance. In their discussion of how Herzberg's theory distinguishes 
between the determinants of job satisfaction and the determinants of 
motivation, Gilmer and Deci (1977:231) concluded that 
the important point is that rewards—whether extrinsic or 
intrinsic-—-which fulfill salient needs leave people satisfied. 
But the rewards will not necessarily motivate people. They 
will only motivate people if their behavior is instrumental to 
getting those rewards. 
Further, 
Vroom's instrumentality-valence theory asserts that people 
will be satisfied with jobs which are instrumental for 
providing them with desired rewards, and they will be motivated 
to do jobs well when those rewards are contingent on good 
performance. Rewards satisfy people, but the contingency of 
rewards is what motivates people. (Gilmer and Deci, 1977: 
23 1-232) 
In other words, the determinants of job satisfaction (rewards) may 
also be determinants of motivation, but only if good performance is 
a prerequisite to receiving the rewards. 
Theories of Job Satisfaction and/or 
Work Motivation 
As already noted, there are numerous theories or models of job 
satisfaction and/or work motivation, some of which are known by more 
than one name. For example, Holdaway (1978) pointed out that Locke's 
(1969, 1976) theory has been called a ''value'' theory, an "inter- 
actionist'' theory, and a value-percept discrepancy model, among 


others. In this section, as well as an explanation of the foremost 


theories, a simple framework is provided to demonstrate how the 
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theories are interrelated. The following approach is used. 

General theories of human motivation (e.g., need-fulfillment and 
cognitive theories) underly more specific theories of work motivation 
(e.g., motivation-hygiene and instrumentality-valence theory) and 
these, in turn, underly the dominant, current theories of job satis- 
faction. The major theories of motivation and/or job satisfaction 
are described in a manner and sequence which should help to demon 
Strate how job satisfaction theories are based on cognitive and/or 
need fulfillment theories of motivation. The theories are presented 
in the following sequence: cognitive theories of motivation, Vroom's 
theory of work motivation, need-fulfillment theory, discrepancy 
theory, equity theory, motivation-hygiene theory, Lawler's model of 


facet satisfaction, and Locke's value theory of job satisfaction. 


Cognitive theories of motivation. In the broad field of general 
psychology, over at least the past fifty years, various theories with 
different underlying assumptions have been proposed to explain the 
motivation of human beings (and animals) to act in a particular way 
or to make particular decisions. In America, the early debates over 
different motivation theories were between the ''structuralists'' and 
the ''functionalists'' and later, between the ''behaviorists'! and the 
"cognitivists.'' B. F. Skinner and his followers were behaviorists who 
explained behavior in terms of ''stimulus response!! connections (S-R) 
without considering any intervening constructs. On the other hand, 
the cognitivists argued that thoughts intervene between stimulus and 
response (S-Cognition-R) rather than the response occurring auto- 


matically or instinctively (see Weiner, 1972:8-9). According to Weiner 
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(1972:1), the behaviorist or mechanistic approach versus the cognitive 
approach to motivation was, at that time, ''perhaps the most salient 
controversy in the field of motivation."' Although the behaviorists 
greatly influenced American psychology, psychologists gradually 
accepted the subjective and cognitive approaches, according to Jung 
(1978:49), because strict behaviorism failed to account for various 
phenomena such as curiosity or exploratory behavior. 

Numerous theories of motivation cannot be easily classified as 
mechanistic or cognitive; there are several of each type and numerous 
others of various shades of grey between the two extremes. Not all 
psychologists have accepted Weiner's position that one must choose 
either the mechanistic or the cognitive approach to motivation; 

Bolles (1974) supported Weiner's position in part but contended that 
it by no means tells the whole story. 

The cognitive theories were developed to take into account that 
people think. Rather than activities or responses being directly 
instigated by stimuli, or by intervening variables such as drives or 
instincts, actions are instigated by mental processes. External or 
internal stimuli are encoded, categorized, and transformed into a 
belief and then thought processes use this information to make a 
decision about subsequent action (Weiner, 1972). For example, a 
pedestrian crossing a street sees a car rapidly approaching, realizes 
that he isin danger, mentally considers his alternatives, and decides 
tO Fine ba particular direction to avoid being injUmed ss Asestated’ by 
Werte Gai 22 2ons 


this approach may be broadly categorized as a stimulus- 
cognition-response (S-C-R). That is, higher mental processes 
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intervene between inputs (antecedent stimuli) and behavioral 

outputs (consequences); the structure of thought determines 

action. 
Further, Bolles (1974:19) described what seems to be the conceptual 
system for current cognitive motivational models. Bolles believed 
that the trend was clearly toward a conceptual system in which 
cognitive processes determine behavior or responses (Cognitive 
Processes > R). It is important to note that the construct stimulation 
was dropped. Bolles (1974:19) made the following comment: 

This is not to say that we do not respond to stimulation, 

but its absence emphasizes the point that we are not 

dependent upon stimulation; we are not passive. Cognitive 

processes in and of themselves generate plenty of behavior. 
This belief, that individuals are not passive, that they do not only 
react to stimuli but also use thought processes to make decisions or 
choices, is quite appropriate for understanding the motivation of 
individuals in their work. Vroom's instrumentality-valence theory of 


work motivation (referred to in the previous section) was based on 


this belief. 


Vroom's theory of work motivation. Vroom (1964:14-19) presented 
his "outline of a cognitive model'' to explain how individuals make 
choices in their jobs. A summary statement of Vroom's instrumentality- 
valence theory was given by Campbell and Pritchard (1976:74-75): 


The Vroom model attempts to predict (a) choices among tasks 

or (b) choices among effort levels within tasks. In brief, 

he sees the force on a person to choose a particular task or 
effort level as a function of two variables: the valence, or 
perceived value of outcomes stemming from the action, and the 
expectancy, or belief that the behavior will result in attaining 
these outcomes. 


The model is complicated in that Vroom defined numerical values and 
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limits for each of three variables—valence, instrumentality, and 
expectancy—and expressed the relationships among these variables in 
algebraic terms. For the purpose of this discussion it was necessary 
only to outline the nature of the variables and, in general terms, 
the relationships among them. 

Vroom (1964:15) used the term valence to refer to "affective 
orientations toward particular outcomes'' and equated it conceptually 
with job satisfaction (Vroom, 196/:101). An outcome (completion of 
a task or job) will have a positive valence or perceived ''value'' to 
individuals if they believe that the outcome will be instrumental in 
providing desired rewards. Or as cited in a section above, they will 
be satisfied with completing a task which is instrumental in providing 
rewards. Furthermore, not only must they perceive that completing a 
task will be instrumental in providing rewards, but also, they must 
expect that the rewards will be forthcoming if they are to be motivated 
to perform the task well. A task may be satisfying but it may not be 
performed well if rewards are not expected. Vroom (1964:17) based 
his model on the belief that an individual's behavior "is affected not 
only by his preferences among these outcomes but also by the degree to 
which he believes these outcomes to be probable.'' Vroom referred to 
this belief as expectancy. 

The characteristics of a cognitive theory are obvious in Vroom's 
theory. The theory is stated in terms of expectancies, values, and 
perceptions of future consequences; individuals are able to evaluate 
the consequences of their actions and make choices according to their 


perceived values. The importance of perception as one of the 
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psychological processes involved must also be underlined. According 
to Vroom's theory, perception and other thought-processes certainly 
play a major role in determining how well workers will perform. 

Vroom's theory has been the dominant motivational theory in 
organizational psychology, according to Campbell and Pritchard (1976: 
74), and researchers have continued to use it as a conceptual framework 
or as a basis for modified or expanded theories of motivation. The 
contribution of Vroom's theory to current theories of job satisfaction 
is accentuated in the discussion that follows. Porter and Lawler 
(1968) and Lawler (1973) developed motivational models which were 
based on Vroom's work and from these Lawler designed his model of job 
Satisfaction. Also, Locke's value theory contains concepts put 
forward by Vroom and Lawler, as well as other theorists. 

Vroom's theory is not the only one which has influenced the 
development of important theories of job satisfaction. Three more 
general, motivational/job satisfaction theories—need-fulfillment, 
discrepancy, and equity theory—underly or have influenced the develop- 
ment of Lawler's (1973) model of facet satistaction and Locke's (1969, 
1976) value theory. Herzberg's motivation-hygiene theory is a type of 
need-fulfillment theory, but it is quite distinct from the other two 


theories. The three general theories are described very briefly 


before the three dominant, current theories are described in more detail. 


Need-fulfillment theory. In Maslow's (1943, 1968) need theory, 
lower-level needs (e.g., physical and security needs) must be satisfied 
before upper-level needs (e.g., esteem and self-actualization). The 


satisfaction or dissatisfaction that individuals feel depends upon the 
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fulfillment of their lower-level needs and upper-level needs. Locke 
(1976:1303) cited the following studies to provide examples of 
theorists who have argued that the degree of job satisfaction is deter- 
mined by the degree to which jobs fulfill or allow the fulfillment of 
needs: Lofquist and Dawis (1969), Morse (1953), Porter (1962), 
Schaffer (1953), and Wofford (1971). Locke described two interrelated 
categories of human needs—physical and psychological—and stressed 
that ''needs are objective requirements of an organism's survival and 
well being'' (Locke, 1976:1303). That is, individuals have these needs 


whether they are conscious of them or not. 


Discrepancy theory. The discrepancy theory of job satisfaction 
assumes that the degree of satisfaction of individuals is not deter- 
mined simply by the amount of desired rewards or outcomes, but rather 
by the differences between the amount of rewards that individuals 
receive and the amount that they feel they should receive (Gilmer and 
Deci, 1977:232 andjLawler, 1973:66). Both Lawler (1973:74) and 
Locke (1976:1304) asserted that the ''perceived'' discrepancy lies 
between what individuals perceive that they have received and what they 
feel they should receive. Satisfaction results when the perceived 
rewards or outcomes match or are greater than the feeling of what 


should be received. 


Equity theory. Although equity theory is predominantly a motiva- 
tion theory, some aspects of it help to explain causes of satisfaction 
or dissatisfaction (Lawler, 1973:69). It is also a type of discrepancy 


theory. Gilmer and Deci (1977:233) explained it in this way: 
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People prefer to have interactions which they perceived to be 
equi tableseeh. <> This notion leads to’ a-special formulation ot 
discrepancy theory—namely, that workers will be satisfied 
with their jobs when there is no discrepancy between their 
outcomes and their belief about what is an equitable outcome. 
When there is a discrepancy, whether outcomes are higher or 
lower than what is perceived to be equitable, people will be 
satisfied. 


These three explanations of three general theories—need-fulfillment, 


discrepancy, and equity theory—are helpful in understanding the 
descriptions of particular job satisfaction theories or models that 


follow. 


Motivation-hygiene theory. The motivation-hygiene or two-factor 
theory is a type of need-fulfillment theory that was developed from 
the work of Herzberg, Mausner, and Snyderman (1959) and then was 
expanded by Herzberg (1966). Since 1959, much research and writing 
has been done which tests, supports, and criticizes Herzberg's theory; 
the controversy continues today. 

The motivation-hygiene theory (and the "critical incident 
technique'') has received much attention because two aspects of the 
theory are unique, as explained by Lawler (1973:70): 

First, two-factor theory says that satisfaction and 

dissatistaction do: not exist on a continuum Frunning 

from satistaction through neutral to dissatistaction. 

Two independent continua exist, one running from 

satisfied to neutral, and another running from dissatisfied 

to neutral. ... Second, the theory stresses that different 

job facets influence feelings of satisfaction and 

dissatisfaction. 


Those facets of work that cause satisfaction when present, Herzberg 


calls motivators and those that cause dissatisfaction when absent 


he called hygiene factors. Herzberg (1966:60) identified the motivators 
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as achievement, recognition, advancement, possibility of growth, respon- 
sibility, and work itself. The hygiene factors are technical super- 
vision, salary, interpersonal relationships, company policy and 
administration, personal life, working conditions, status, and job 
security. 

Thus, Herzberg's theory proposes that job satisfaction results 
from certain causes (motivators) and dissatisfaction results from other 
causes (hygiene factors). The theory was based on the idea that 
humans have two separate and unrelated classes of needs—physical and 
psychological. As stated by Locke (1976:1310), 

the two-factor theory of job satisfaction parallels this dual 

theory of man's needs. The Hygiene factors operate only to 

frustrate or fulfill man's physical needs, while the Motivators 
serve to fulfill or frustrate man's growth needs. 

Many theorists and researchers have severely criticized the 
motivation-hygiene theory, on theoretical and methodological grounds. 
The main methodological criticism is that the results of research 
using the critical-incident technique are method-bound. People tend 
to respond defensively; they attribute causes of satisfaction to 
themselves and causes of dissatisfaction to the environment. When 
another research method is used to test Herzberg's theory the results 
are not the same—for a more detailed discussion and more evidence, 
see Friesen et al. (1983:41) and Landy and Trumbo (1980:406). 

Although the motivation-hygiene theory has received much criticism, 
it has received considerable praise for the influence it has had in 
generating applied research on psychological growth and its relation 


to work. Locke (1976:1318) made the following comment: 
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In one respect, Herzberg has made a major contribution to our 

knowledge and understanding of the nature of job satisfaction. 

This contribution stems from his stress on the importance of 

psychological growth as a precondition of job satisfaction and 

his showing that such growth stems from the work itself. This 

has led to many fruitful suggestions concerning how jobs might 

be redesigned to allow for greater psychological growth. 

Lawler's model of facet satisfaction. Lawler (1973:72) believed 
that 

equity theory and discrepancy theory are the two strongest 

theoretical explanations of satisfaction. Either theory could 

be used as a basis for thinking about the determinants of 

satisfaction. Fortunately it is not necessary to choose 

between the theories since it is possible to build a satis- 

faction model that capitalizes on the strengths of each theory. 
Therefore, Lawler designed a model of ''facet'' satisfaction combining 
the strengths of equity and discrepancy theory. He made the following 
distinction between facet satisfaction and overall job satisfaction: 

Facet satisfaction refers to people's affective reactions to 

particular aspects of their job. Pay, supervision, and promotion 

opportunities are frequently studied facets. Job satisfaction 

[overall] refers to a person's affective reactions to his total 

work role. (Lawler, 1973:64) 
lt is important to distinguish between facet satisfaction and job 
satisfaction because ''a number of theories argue that job satisfaction 
is determined by some combination of people's affective reactions to 
the various facets of their job'' (Lawler, 1973:65). Supporting this 
point of view, Lawler's model was meant to explain what determines 
individuals satistaction with any facet or aspect of their job: 

To summarize the implications of his model, Lawler (1973:77) made 


the following statements about who should be dissatisfied, all things 


being equal and if the model is correct: 


1. People with high perceived inputs will be more dissatisfied 
with a given facet than people with low perceived inputs. 
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2. People who perceive their job to be demanding will be more 
dissatisfied with a given facet than people who perceive 
their jobs as undemanding. 

3. People who perceive similar others as having a more favorable 
input-output balance will be more dissatisfied with a given 
facet than people who perceive their own balance as similar 
to or better than that of others. 


4. People who receive a low outcome level will be more dissatis- 
fied than those who receive a high outcome level. 


5. The more outcomes a person perceives his comparison-other 
receives, the more dissatisfied he will be with his own 
outcomes. This should be particularly true when the 
comparison-other is seen to hold a job that demands the same 
or fewer inputs. 

In their discussion of Lawler's model, Landy and Trumbo (1980:400) 

emphasized perception as a very important process in the model. Some 
of the variables that are used to determine satisfaction or dissatis- 
faction are perceived personal job inputs, perceived inputs and 

outputs of referent others, perceived job characteristics, and 
perceived outcomes (rewards). Any discrepancy lies between the per- 
ceived rewards received and the perceived equitable rewards that should 
be received. 

Lawler designed his model to measure the satisfaction of individuals 
with particular facets of their jobs. He believed that overall job 
satisfaction could be expressed as a sum or average of all the dis- 
crepancies determined by the model because ''overall job satisfaction is 
determined by the difference between all the things a person feels he 
should receive from his job and all the things he actually does receive! 
(Lawler, 1973:77). However, he pointed out that there is strong 


theoretical support for weighting satisfaction scores according to 


their importance. Some facets, such as pay, work itself, and supervision, 
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seem to make a llarger contribution to overall satisfaction than others. 


Lawler's theoretical approach to job satisfaction was a 
consequence of his adopting and adapting Vroom's cognitive approach to 
motivation of workers. Although equity theory and discrepancy theory 
did not contribute to Vroom's model, they are certainly cognitive in 
nature and involve perceptual processes. Also, Lawler's understanding 
of satisfaction as "affective reactions'' corresponds to Vroom's 
understanding of valence and job satisfaction (the concept of needs, 
as in need-fulfillment theory, is not used by Lawler). Lawler's 
theoretical approach to job satisfaction is cognitive in that the 
affective reactions of individuals to facets of their job are deter- 
mined by internal thought processes, by their perceptions of such 
factors as their input-output balance and how their work situation 


compares to those of other workers. 


Locke's value theory. Locke (1976:1304) distinguished between 
needs which are objective!’ and values which are ''subjective.'' In 
Locke's terms, values are what persons consciously or unconsciously 
want or seek to attain; values have been acquired (learned) and needs 
are innate (inborn). 

in PEOPOSINg mise type of discrepancy theory, Locke (1976:1304) 
suggested that individuals have a ''value hierarchy'' in which their 
values are ranked as to importance. Locke believed, as Lawler (1973) 
didemthat satisfaction with particular facets of thes job shouldsbe 
weighted as to importance in determining overall satisfaction. 

After much discussion of values, needs, and the various theories 


of job satisfaction, Locke (1976:1319) suggested the following 
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definition of job satisfaction: 
Job satisfaction results from the appraisal of one's job as 
attaining or allowing the attainment of one's important job 
values, providing these values are congruent with or help to 
Fulti ll onels basic needs. 
In this definition and Locke's definition cited at the beginning of 
this chapter one can see that Locke embodied in his theory the 
strongest aspects of other theories of job satisfaction—satisfaction 
results if there is no discrepancy or incongruence, perception is one 
of the processes involved, the important job values have more weight, 
and needs and values are distinguished from each other. Locke's 
theory is a type of cognitive theory involving the concepts of values, 


affective reactions, and discrepancy used by Lawler, yet, it involves 


the concepts of needs and hierarchy used by Maslow and Herzberg. 


Concluding statement. In this outline of job satisfaction and/or 
motivation theories, Herzberg's motivation-hygiene theory was seen as 
a type of need-fulfillment theory, Lawler's model of facet satisfaction 
was seen aS a consequence, at least in part, of Vroom's cognitive 
theory of work motivation, and Locke's value theory was seen as an 
effort to combine the strengths of need-fulfillment and cognitive 
theories. Because Locke's value theory reflects characteristics of 
the well-known and influential theories of Herzberg, Vroom and Lawler, 
it underlies the theoretical approach adopted for this study. The 
underlying concepts of Locke's theory are summarized in the conceptual 


framework at the end of this chapter. 
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Factors Affecting Job Satisfaction 

To this point, theories and models that attempt to explain what 
causes job satisfaction or dissatisfaction have been described 
briefly. But many research studies in many types of organizations 
have been carried out—without a particular theoretical orientation— 
Lomidentaty tactors*whiechwaffect job satistaction.= As stated: by 
Landy and Trumbo (1980:409), ''the amount of research is accumulating 
so rapidly that one must depend on the most recent review available 
for drawing any general conclusions.'' They wrote that Locke (1976) 
has provided the most extensive, recent review of job satisfaction 
research. 

In his survey of major research findings, Locke (1976: 1328) 
Summarized the causal factors in job satisfaction: 

(1) mentally challenging work with which the individual can 

cope successfully; (2) personal interest in the work itself; 

(3) work which is not too physically tiring, (4) rewards for 

performance which are just, informative, and in line with the 

individual's personal aspirations; (5) working conditions which 

are compatible with the individual's physical needs and which 

facilitate the accomplishment of his work goals; (6) high self- 

esteem on the part of the employee; (7) agents in the work place 

who help the employee to attain job values such as interesting 

work, pay and promotions, whose basic values are similar to his 

own, and who minimize role conflict and ambiguity. 
These factors can be categorized under (1) events and conditions and 
(2) agents. Landy and Trumbo (1980:410) distinguished between these 
two categories: ''while events and conditions are thought to be 
directly responsible for feelings of happiness or unhappiness, agents 
are responsible for events and conditions.'' The term "'agent'' 


includes the self as well as supervisors, co-workers, and subordinates. 


The importance of self as a cause of job satisfaction has been 
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receiving more attention under the heading "individual differences.'! 
The following individual differences are commonly studied with 
respect to job satisfaction: age, cultural background, socioeconomic 
status, personality, tenure, and level in the organization. According 
to Gruneberg (1979) and Landy and Trumbo (1980), the research in this 
area is inconclusive. Gruneberg (1979:90) commented that ''a great 
many of the findings are inconsistent and . . . the research on this 
aspect of job satisfaction is perhaps less satisfactory than in other 


areas.!! 


Although studies have shown small and inconsistent effects 
of these ''individual'' variables, Gruneberg (1979:104) qualified this 
by saying that ''this is not to say that individual differences are not 
important, but the evidence does suggest that other organizational 
factors are more important at the present time.''! 

Recently, researchers have centered on two areas of study in 
which the effects of organizational factors on members of organiza- 
tions are measured. First, role perceptions or ''role conflict and 
role ambiguity'' are being tested as factors which may affect job 
satisfaction and worker performance and second, ''job stress'' and 
"burnout!'' are being studied as factors which may affect job satisfac- 
tion, performance and health of workers. Because of the increasing 
importance of these two areas of study in organizational psychology, 


they are introduced briefly under separate headings as an extension 


of this-discussion of factors that affect job satisfaction. 


Role conflict and role ambiguity. Following the research of Kahn 
et al. (1961, 1964), some researchers have directed considerable 


attention toward the relationships between organizational stress and 
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job satisfaction, worker performance, and the desire to seek other 
employment. Szilagyi (1977:376) stated that 

Kahn et al. (1961) developed a theory of role dynamics which 

focused on the existence of organizational stress resulting 

from conflicting, incompatible, or unclear expectations that 

are derived from the work environment. Two main types of role 

stress were defined; role conflict and role ambiguity. 

Kahn et al. (1964:19) were concerned with the psychological conflict 
within individuals which occurs when various members of their organiza- 
tion or work group hold quite different role expectations toward them; 
i.e., conflicting expectations impose on individuals pressures toward 
different kinds of behavior thus creating internal conflict. Role 
ambiguity results from inadequate information or unclear communication 
about what the role should be. Individuals will experience role 
ambiguity to the extent that information about their role is lacking 

er Unclear (Kahn et ale, 1964-25). 

Szilagyi's (1977:376-378) report of his study provides a concise 
review of the research on role conflict and role ambiguity, and their 
relationship to job satisfaction and job performance. Although some 
early studies found strong negative relationships among role ambiquity, 
role conflict and job satisfaction, more recent research indicated, 
according to Szilagyi (1977:376), ''that role ambiguity and role 
conflict are not always negatively related to job satisfaction."' 

Szilagyi cited studies which did not find significant negative 
relationships between job satisfaction and both role ambiguity and 
role conflict—Tosi (1971), House and Rizzo (1972), and Hamner and 
Tosi (1974). For example, Tosi (1971) confirmed a negative relation- 


ship between role conflict and job satisfaction but found no 
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relationship between role ambiguity and job satisfaction; Hamner and 
Tosi (1974) confirmed a negative relationship between role ambiguity 
and job satisfaction but found no relationship between role conflict 
and job satisfaction. Results such as these suggested caution and 
further research. 

Several researchers found evidence that ''moderating'! variables 
affect the direct relationships between role ambiguity, role conflict, 
and job satisfaction. Szilagyi (1977) found evidence to support the 
work of Hamner and Tosi (1974) and Sims, Szilagyi, and Keller (1976) 
who had identified organizational level as a moderating variable 
between job satisfaction and role ambiguity; i.e., individuals at 
lower organizational levels react less negatively to role ambiguity 
than those at higher levels. In his study of 295 administrative, 
professional, and service employees of a medical complex in the South- 
western United States, Szilagyi (1977:385) found that role ambiguity 
is causally related to job satisfaction at the higher organizational 
levels, that role conflict is causally related to job satisfaction at 
the lower levels, and that both role ambiguity and role conflict are 
causally related at the middle organizational levels. 

Organizational level is not the only variable that has been 
recognized as having a moderating influence on the role perception- 
job satisfaction relationship. Johnson and Stinson (1975:330) chose 
need for achievement and need for independence as individual difference 
variables, ''because of their prominence in the organizational behavior 
literature,'' and analyzed their moderating effect on the relationships 


between role conflict and role ambiguity and job satisfaction. They 


administered questionnaires to 92 military officers and civil service 
personnel at two large military bases in the United States. The 

results of this study indicated that both need for achievement and 

need for independence moderate the relationship between job satisfac- 
tion and intersender conflict and between satisfaction and task 
ambiguity. Johnson and Stinson (1975:331) operationally defined 
intersender conflict as ''the degree to which subjects received incompat- 
ible requests concerning their work'' and task ambiguity as ''the extent 
to which subjects clearly understood the job duties, responsibilities, 
authority, etc.'' As stated by Johnson and Stinson (1975:332), 

the relationship between intersender conflict and satisfaction 

is more negative for both high-need-for achievement subjects 

and high-need-for-independence subjects than for subjects low 

in these characteristics. 

This could also be said about the relationship between task ambiguity 
and job satisfaction. 

Schuler (1977) examined how organizational level and employee 
ability moderate the relationships between role perceptions and job 
satisfaction and performance. Questionnaires were administered to 39] 
employees at three different levels of a large manufacturing firm and 
to 435 employees at two different levels in a large utility in the 
United States. Mossholder, Bedeian, and Armenaki (1981:225) provided 
the following explicit statement of Schuler's findings: 

Schuler (1977) found that the moderating impact of employee 

ability on role ambiguity varied according to the organizational 

level to which an employee belonged. The nature of the moderating 
effect was such that high ability, operationalized by education 
and work experience, attenuated the negative effects of role 


ambiguity on satisfaction and performance at lower levels only. 


Mossholder et al. (1981:225) examined further this ''joint moderating 
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influence of ability and organizational level [using] a less situa- 
tionally specific operationalization of employee ability.'' Based on 
the understanding that ''as a self-perceived abstract of individual 
ability, self esteem has been shown to remain relatively stable across 
situations,'' Mossholder et al. (1981:226) hypothesized that self- 
esteem and organizational level should jointly moderate role 
perception~-outcome relationships. More specifically, 

it is hypothesized that the combined effect of organizational 

level and self-esteem on role ambiguity and conflict is such 

that differences in self-esteem will diminish the negative 

effects of these role perceptions at lower organizational 

levels. (Mossholder et al., 1981:226) 
Mossholder et al. administered questionnaires to 206 nursing 
employees (at two organizational levels) at a large hospital in the 
Southwest of the United States. The analyses of the data confirmed 
that the detrimental impact of role ambiguity on satisfaction and of 
role conflict on performance for lower organizational level employees 
was mitigated by high self-esteem (Mossholder et al., 1981:231); 
thus the hypothesis was only partially confirmed. Mossholder et al. 
(1981:231) made the following important observation: 

Of course it should be recognized that although the results 

of the moderator analyses are significant, they account for 

small amounts of variance in satisfaction and performance. 

As was the case in Schuler (1977), the presence of smal] 

effects and only partial confirmation of the present study's 

hypothesis suggests that further investigation of the complex 

relationships among self-esteem, organizational level, and 

role perception is necessary. 
Obviously, much more research is required to understand the joint 


mediating effects of these varibles on th relationships between 


role perceptions and job satisfaction. 
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Job stress and job burnout. There appears to be little agreement 


among behavioral scientists on how the term ''job stress'' should be 
defined (Kyriacou and Sutcliffe, 1978; Beehr and Newman, 1978). But, 
in the words of Kyriacou and Sutcliffe (1978:1), 


Nevertheless, two common usages of the term stress itself may 
be clearly distinguished (Cox, 1975; McGrath, 1970). The 
first defines stress in terms of the stimulus characteristics 
of the environment, and essentially conceptualises stress as 
pressure exerted by the environment on an individual. The 
second defines stress in terms of a state or response pattern 
displayed by an individual, and essentially conceptualises 
stress as something that happens within the individual. 


The definitions of job stress cited below seem to fall into the 
second category—a response pattern within the individual—although 
the response pattern is a consequence of environmental stimuli or 
influences. 
Buck (1972:49) developed the following conceptual definition of 
job pressure, which he considered to be synonymous with job stress: 
Job pressure is conceptually defined as the resultant psycho- 
logical state of the individual which exists when he 
perceives that (1) conflicting forces and incompatible demands 
are being made upon him in connection with his work; (2) at 
Yeast one of the forces or demands is an induced One; (3) the 
forces are recurrent or stable over time. 
Brief, Schuler, and van Sell (1981:2) viewed job stress as a 
psychological state of disequilibrium: 
Job stress is a condition arising from the interaction oF 
people and their jobs and is characterized by changes within 
people that force them to deviate from their normal 
functioning (Beehr and Newman, 1978). This definition is 
best understood by considering that the body and mind of a 
person are in a state of equilibrium at the outset of a job 


experience, but as a result of an occurrence related to 
work, the person's equilibrium is disrupted. 


This definition was derived from the definition of Beehr and Newman 


(1978:69) who stated 
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that the job stress phenomenon involves complicated interactions 
between person and environment [and] that time plays an important 
role. [Thus] it seemed important that a definition of job 
stress... not restrict potentially valuable contributions 
(eugasphystological. psychological, behavioral) to our under- 
standing of the job-stress—employee health phenomenon. 
These definitions reflect a broad conceptualization of job stress— 
rather than a narrow conceptualization such as an internal response 
approach or an environmental stimulus approach. 
"Job burnout,'' a term commonly associated with extreme job stress, 
also refers to an affective reaction or internal psychological state. 
Veninga and Spradley (1981:6) provided the following definition of 


job burnout: 


Job burnout refers to a debilitating psychological condition 
brought about by unrelieved work stress, which results in: 


1. depleted energy reserves 

2. lowered resistance to illness 

3. increased dissatisfaction and pessimism 

4, increased absenteeism and inefficiency at work. 


Veninga and Spradley (1981:7) explained that ''this condition is 
debilitating because it has the power to weaken, even devastate, 
otherwise healthy, energetic, and competent individuals.'"' 

Job stress and job burnout refer to the affective reactions or 
internal psychological states of individuals, brought about by their 
perceptions of their work situations. But job satisfaction also 
refers to the affective reaction of individuals to their work situa- 
tions. Brief et al. (1981:22) stated that ''job dissatisfaction is the 
most well-established consequence of job stress!' and Buck (1972:158) 
referred to job satisfaction as one of the outputs of job pressure. 
Similarly, Kyriacou and Sutcliffe (1978:5), in developing their model 


of teacher stress, viewed job dissatisfaction as a psychological 
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response correlate of teacher Job stressy Inh=thetr testingsor the 
relationship between teacher stress and job satisfaction in England, 
Kyriacou and Sutcliffe (1979:95) reported that 'the results of the 
present study support the predictions made of a negative association 
between self-reported teacher stress and job satisfaction (r = -.27; 
pe OPE" 

Although a causal relationship is recognized between job stress 
and job satisfaction (or dissatisfaction), job stress is not identical 
to job dissatisfaction. In testing the relationship between job satis- 
faction and perceived job pressure, Buck (1972:162) found that "while 
there was evidence that the two feelings were related, the overall] low 
degree of association between job pressure and the job satisfaction 
items indicated that they were not the same.'' Also, job stress is 
notva prerequisite, of dissatistaction. As stated by Buck: (1972: 162), 
"pbressure is not a necessary condition for dissatisfaction; any unmet 
expectation about what a job should be could cause dissatisfaction.'"' 
For example, workers may be dissatisfied by low wages or lack of 
promotion opportunities while, at the same time, they do not feel that 
they are under pressure at work. 

Although it is usually assumed or implied that job stress results 
in negative consequences, it may result in positive consequences. In 
addressing the question ''ls job pressure good or bad?'' Buck (1972:178) 
Stated that 

for many people job pressure could be good if the outcomes 

were good and bad if the outcomes were bad. In terms of this 

investigation, job pressure would be good if it contributed 


to positive job satisfaction, mental] health, and to the quality 
and quantity of production. 
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Job dissatisfaction is one of several negative consequences of 
job burnout. Veninga and Spradley (1981:9), who referred to job 
dissatisfaction as '"'an important barometer of burnout,!''! made this 
Statement with respect to their study of job burnout: "with amazing 
regularity we found that when people learn to cope with work pressures, 
when they recovered from job burnout, their satisfaction level went 
up drammatically.'' The causal relationship between job burnout and job 
dissatisfaction is obvious. 

In summary, job stress is the internal response condition of 
individuals resulting from various work-related stimuli, which cause 
negative (sometimes positive), psychological, physiological, and 
behavioral changes. Job dissatisfaction is most often a consequence 
of job stress and always a consequence of job burnout. 

Consequences of Satisfaction and 
Dissatisfaction 

Many researchers have investigated productivity, absenteeism, 
and turnover as important consequences of job satisfaction and 
dissatisfaction. Until recently, most studies have shown a fairly 
strong relationship between job satisfaction and absenteeism and 
turnover. However, this relationship has been questioned by several 
researchers who say that the relationship is very complex, if it 
exists at all. A detailed review of this recent research has been 
completed by Landy and Trumbo (1980:415-419). 

Although most administrators assume implicitly that satisfied 
workers will produce more, researchers have known for some time that 


job satisfaction is not a cause of higher productivity, Aftervan 
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extensive review of the literature, Locke (1976:1334) concluded that 
job satisfaction has no direct effect on productivity." In fact 
Gruneberg (1979:127) pointed out that ''the more popular current 
theory suggests that productivity affects job satisfaction but, 

this theory has little evidence to support it.'' Gruneberg (1979: 
128) made the following comment about the disappointing conclusions 
regarding overall job satisfaction: 

Inconsistencies in findings are bound to exist in profusion 

where cultural, personality and organizational factors all 

vary and where few researchers use the same instruments to 

measure the phenomena under investigation. 
Job Satisfaction of School Principals 

In the relatively few studies of job satisfaction of school 
principals, little continuity of theoretical framework or research 
methodology is evident. The studies relate job satisfaction to a 
variety of particular role-related, organizational or demographic 
variables. Several of these studies are reviewed below. 

Carr (1971) sent a questionnaire to 101 high school principals 
in Michigan to investigate the relationship between the Likert system 
of human management and job satisfaction. Carr (1971:75) summarized 
the characteristics of the well-known, highly researched Likert 
management model in this statement: 

The Likert 'system 4' model has proved to be a useful one 

for the organization of the human component in industry and 

government. -1t consists of a variety of characteristics 

involving mutual confidence and trust, shared decision-making, 
ego-enhancement, and interaction-influence networks. 


Through hypothesis testing he found a statistically significant postive 


relationship between the job satisfaction scores of high school 
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principals and the scores indicating the degree to which they perceive 
characteristics of the Likert management model being practiced in 
their school system. 
Schmidt (1976) used Herzberg's "critical incident technique!’ 
to study the job satisfaction of 74 secondary school administrators— 
Supervisor, principal, and immediate subordinate—from 25 schools in 
the Chicago suburbs. From his data, Schmidt (1976:81) concluded 
that "administrators indicated that recognition, achievement, and 
advancement are major forces in motivating them to lift their perfor- 
mance to approach their maximum potential.'' He also concluded that 
administrators are motivated very little by salary, good inter- 
personal relations, effective policy and administration, and 
Supervision, but these same factors were highly dissatisfying to the 
administrator when not effectively present. These results are 
strongly supported by lannone's (1973) study of 20 high school and 
20 elementary school principals in New York, using the same technique. 
Brown (1976) also found evidence that advancement is important to 
principals. He assessed the relationships between the perceived needs 
(security, social, esteem, autonomy, and self-actualization) of 
educational administrators and selected variables, the major variable 
being job level. He drew a large stratified sample of principals, 
directors, assistant superintendents, and superintendents from a 
large northern state in the United States. He found a significant 
positive relationship between need satisfaction and three of fourteen 
independent variables tested; these three were job level, level of 


education, and the time one expected to remain in his position. Brown 


~t 
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(1976:49) concluded that 

this study revealed that school administrators, like their 

counterparts within business and industry, are motivated 

by high status positions. Occupational status is a strong 

motivating factor for school administrators 

Rice (1978) designed a 45-item questionnaire to elicit responses 
from 410 school principals in Alberta, for information about their 
Perceptrons Of “Sources of their Satistaction and dissatisfaction. 
His stratified random sample was a proportional representation of 
principals (elementary and secondary) from four different types of 
school systems in the Province of Alberta. As well as trying to 
identify what aspects of their role contribute to satisfaction and 
dissatisfaction of principals, Rice attempted to find the extent to 
which these aspects correspond to those obtained by Herzberg and other 
researchers. In their discussion of the findings of Rice's study, 
Friesen, Holdaway, and Rice (1981:4) concluded that 

the findings of this investigation are not totally consistent 

with previous findings nor with theory on job satisfaction. 

The major disagreement with previous research is that 

interpersonal relationships were seen primarily as satisfiers 

by the principals in this sample. 
According to Herzberg's theory, interpersonal relationships are 
hygiene factors; as noted above, Schmidt (1976) and lannonne (1973) 
found) support for this in thelr studies. In their later article, 
Friesen et al. (1983:23) observed that ''two general sets of facets 
were identified as sources of satisfaction or dissatisfaction but 
substantial overlap often occurred." 

Johnston et al. (1981) sent the Minnesota Satisfaction Question- 


naire to a stratified random sample of 45 elementary, junior high, and 


senior high school principals in rural, suburban, and urban schools, in 


- 
¢ 


4S 


a Northeastern region of the United States. Their primary purpose was 
to examine how the perceived level of teacher militancy relates to the 
job satisfaction of principals. No statistically significant relation- 
ship was found. 

Recently, Bacharach and Mitchell (1983) have centered on organiza- 
tional factors, rather than personality variables, as determinants of 
job satisfaction of educational administrators. Questionnaires were 
sent to 46 superintendents and 95 principals in New York State, in 
districts randomly sampled and stratified according to geographic 
location, size, wealth of the district, and district expenditures. 
Hypotheses relating the following six potential variables to job 
dissatisfaction were tested: bureaucratization, supervision, decision- 
making power, district environment, work demands, and individual 
attributes. The findings of the study are too complex or detailed to 
be reported here, but very generally, for principals the results showed 
that bureaucratization, supervision, and decision-making power are 
positively related to dissatisfaction, while there was mixed support 
in relating district environment, work demands, and individual 
attributes to dissatisfaction. 

In conclusion, this review of the research on job satisfaction 
of principals demonstrates that general principles about the nature of 
principal satisfaction cannot be conceptualized because there are few 
similarities in research designs, types of questionnaires, types of 
samples, and relationships tested. Each study must be considered 


independently. 
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School Effectiveness 


In the literature and in the field considerable attention has 
been given recently to measuring and improving the effectiveness of 
schools. For example, the entire December issue of Educational. 
Leadership (1982) was devoted to school effectiveness and eight of 
the articles described programs that have been established to identify 
effective schools or make schools more effective. There is consid- 
erable evidence that theorists and practitioners in the field of 
education are concerned about the assessment of school effectiveness. 

In the broader area of organizational theory, theorists and 
researchers have been devoting more attention to the definition and 
measurement of organizational effectiveness. Several major efforts 
have been made to conceptualize the dimensions of organizational 
effectiveness and to identify a set of criteria for measuring 
effectiveness. Numerous theoretical models have been developed and 
several textbooks on the topic of organizational effectiveness or 
organizational assessment have been written in recent years (for 
example, Mott, 1972; Steers, 1977; Lawler et al., 1980; Van de Ven 
and Ferry, 1980). 

The purpose behind this section on school effectiveness was to 
see if the practical framework being used to study or assess school 
effectiveness is congruent with or based upon the theoretical framework 
for assessing organizational effectiveness. In other words, how does 
the practical assessment of school effectiveness compare to what it 
should be according to theories of organizational effectiveness 


assessment? Three steps were required to address this question. 
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The first step was to outline the dominant theoretical approaches 
or conceptual constructs on assessing organizational effectiveness, 
by reviewing the recent work of some of the most influential writers 
in the field (see names above). The second step was to describe, 
according to recent journal articles, how school effectiveness is 
being assessed, and the final step was to compare the school assessment 


practices to the theoretical frameworks. 


Organizational Effectiveness 

While noting the importance of organizational effectiveness in an 
advanced industrial world, Lawler et al. (1980:2) stated that '"the 
whole question of what defines organizational effectiveness is 
problematic.'' The problem exists because there are several different 
perspectives on the nature of organizational effectiveness. Three 
dominant theoretical perspectives are outlined below. 

Lawler et al. (1980:6) viewed organizations as having two 
dimensions of effectiveness: 

Effectiveness includes both the task-performance capabilities 

of the organization (i.e., how well various components of the 

organization are structured and function to perform tasks) and 

the human impact of the system on its individual members. 
From this point of view it is reasonable to expect that organizations 
should be capable of performing tasks effectively and efficiently, 
while at the same time, providing a positive work environment for the 
members. 

In explaining his theoretical approach, Mott (1972215). stated 


that ''large organizations are conceptualized as collections of centers 


of power in varying degrees of centralization.'' Therefore he defined 


tte nine 4088 as ar ieapioah ane ae , - 
. aevavita i ots ph eh Ale is sits fe 
+3nW deve wll wee. 1 Oona ent sat tan 
gett lean? beh Lava: Oana aveh ota a 
- "2° QGtei tae hau boraiews es gett 


\treq! ge 789 Retort a derend 


SP cay pate lene? ax: ‘Spe scqerwene ried) 


ae! Lev Bee! 


oor sale es or 
- 


y w 
ai «en 


enone £thy 124! : 
| bur 1 SSsPag als cae at site 
| | _ 
spend 2°73 Seelam ine 
‘ “ii +e Peam * rail wee Pret! otis 
; a1 , 
foi 4 rttha + fereq-sah 
ya as ae oad toseqeg : 
iianemee pede tial 
; + “D4 ” ‘ef pois “6iems 
2 «ciety Vac bnalt - a 
T am) Cai) See | 706 at oa be 1a 
-e : 7 Ta... sce Veh Jame: — 
‘ j | - bannle eT! pS, Ia oo oe 7 me ha 
iat je tori bh elle intl i Ain om Staaie 
wig «ah! tye bp Gin Aleta Tir. jn} s eamg = mr 
, -_ vei 


bape i SSC [ehdsiel, ee ee danal ip tehache ein 


. at ao rand ivtl tel Be. ing ante oeag oe a 
. - / dvutaiedt, Aah | 


organizational effectiveness as ''the ability of an organization to 
mobilize its centers of power for action—production and adaption'' 
(Mott, 1972:17). Mott (1972:20-21) described how, in the earlier days 
of assessing the effectiveness of organizations, researchers looked 
for methods that were easy and inexpensive as well as valid and 
reliable. Using productivity data was the most common practice but 
such data had serious flaws, according to Mott. Productivity measures 
do not indicate the future effectiveness of organizations or the 
quality and efficiency of production. Also, turnover and absenteeism 
are inadequate measures of effectiveness. To overcome the problems 
in using only productivity data, Mott chose to use subjective measures 
based on his criteria of effectiveness. His three main criteria 
(summarized below) reflect his definition of organizational effective- 
ness Mott, 91972220): 

A. Organizing centers of power for routine production 

(productivity), 
B. Organizing centers of power to change routines (adaptability), 
C. Organizing centers of power to cope with temporally 


unpredictable overloads of work (flexibility). 


Steers (1977:5) used a goal optimization approach (rather than 


goal maximization) to define effectiveness ''in terms of an organization's 


capacity to acquire and utilize its scarce and valued resources as 
expeditiously as possible in the pursuit of its operative and opera- 
tional goals.'' Steers recognized that various constraints prevent 
goal maximization so that it is more appropriate to evaluate how 
feasible optimized goals are attained. 

Just as Mott recommended the use of several criteria of effective- 


ness, Steers (1977:39-40) supported ''multivariate'’ effectiveness 
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measures. The criteria of effectiveness adopted by Steers were based 
on his multidimensional perspective or ''process model'' for studying 
effectiveness. Steers (1977:4) suggested that 

effectiveness can best be examined by jointly considering 

three related concepts: (1) the notion of goal optimization; 

(2) a systems perspective; and (3) an emphasis on human 

behavior in organizational settings. 

Under this multidimensional perspective he suggested also ''that 
contributing factors to the ultimate success of an organization can 
be found in four general domains,'! and these are (1) organizational 
characteristics; (2) environmental characteristics; (3) employee 
characteristics; and (4) managerial policies and practices (Steers, 
1977:7). Steers listed 29 indicators of organizational effectiveness 
under these four headings. 

In comparing the theoretical perspectives of Lawler et al., 
Mott, and Steers, conceptual differences are obvious, yet, these 
perspectives may be interpreted generally to mean the same thing. 
For example, if effective organizations are capable of attaining 
feasible, optimized goals, then they are able to mobilize their 
centers of power for action—viewing production and adaption as 
goals—or, they are capable of performing tasks while adapting to 
meet the needs of their members. In other words, the three perspec- 
tives support a particular meaning of organizational effectiveness: 


in effective organizations, scarce resources are used in the best way 


possible to carry out the functions for which the organization exists, 


while, over time, following processes that best suit the needs of the 


members. 
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According to Mott and Steers, organizational effectiveness models 
should be multidimensional and, therefore, there should be multi- 
variate criteria for measuring effectiveness. Under either the ''goals 
approach'' of Mott or the process or ''systems approach'' of Steers, 
the main indicators of effectiveness are adaptability, productivity, 
performance, and those that measure how organizations meet the needs 
of its members. 

Miskel (1982) designed a model of school effectiveness by 
integrating the goals and systems approaches to organizational 
effectiveness. His model and the commonly used indicators of school 


effectiveness are described below. 


Assessing School Effectiveness 

Very little attention has been given to formally defining 
effectiveness in the recent articles that describe assessment of 
school effectiveness. In most of these articles, characteristics or 
qualities of effective schools are discussed while the underlying 
assumption is that effectiveness is indicated by high academic achieve- 
ment (for example, Squires et al., 1981; Cohen, 1982; Edmonds, 1982; 
McCormick et al., 1982). Glasman and Biniaminov (1981) reviewed over 


Shout — 


thirty studies that have been completed since 1959 on the 
SuLput analysis: of schools, They found that “three-fifths, of the 
studies used only cognitive outputs'! and all of these used standardized 
achievement tests (Glasman and Biniaminov, 1981:513). In some studies 
that focus on factors other than academic achievement, criteria of 


effectiveness or ''success'! are discussed without formally defining 


effective or ''successful'' schools—for example, Wynne (1981). In 
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other words, educators and many researchers have been trying to identify 
criteria of effective schools without using a theoretical or conceptual 
construct of effectiveness. Generally, effectiveness most often has 
meant high academic achievement. 
Miskel's (1982) recent article addressed the inadequacy of the 
theoretical framework for assessing school effectiveness. In 
reference to the long-standing public controversy over the effective- 
ness of schools, he made the following comments: 
The discussions, arguments, or debates about school effectiveness 
produce few mutually satisfactory answers. Many times they 
conclude that school effectiveness cannot be defined and measured. 
Yet, education is not without indicators of effectiveness. 
(Miskel, 1982:1) 
He noted that interested groups frequently ask a global question about 
whether schools are effective or ineffective and then, in answer to 
the question, they have concluded too easily that ''the best indicators 
of school effectiveness are scores on standardized tests'' (Miskel, 
1982:1). 
Miskel argued that effectiveness of schools is not unidimensional. 
To understand the complex dimensions of school effectiveness, he 
developed an ''integrated'' model based on the goals and systems 
approaches described above. As well as integrating the goals and 
systems dimensions, he added four other characteristics—a time 
dimension, different organizational levels, multiple constituencies, 
and multiple criteria (Miskel, 1982:2). Under each of his dimensions 
of effectiveness—adaption, goal attainment, integration, and latency— 


Miskel listed five or six indicators of effectiveness, making a total 


of twenty-one. These indicators were viewed from the three 
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perspectives of time duration, level of analysis, and constituencies. 

Obviously, Miskel's integrated model was based on a theoretical 
framework, and school effectiveness meant much more to Miskel than 
high student achievement scores. His work, a theoretical study of how 
organizational effectiveness models can be redesigned for schools, is 
not a practical application of an assessment model. Although very few 
theoretical models such as this have been developed to assess school 
effectiveness, there is a fairly large body of literature describing 
the nature of effective schools from a less theoretical point of 


view. Some of this literature is reviewed below. 


Practical*assessmemt Ol ef tectiveness.—tHersn (1982:34) stated 
that ''researchers have identified the following people-related efforts 
as characteristics of effective schools across the country'!: 


Schoolwide academic and social behavior goals are clearly 
established and understood by all. 


Curriculum is closely linked to schoolwide goals and individual 
grade-level objectives. 


Teachers check student progress with frequent classroom tests 
and quizzes. 


Basic rules of conduct are understood and accepted by al] 
members of the school community. 


Teachers hold high expectations not only for students, but 
for themselves as well. 


Students achieve a high rate of success with learning activities 
(High Academic Learning Time). 


Teachers choose curriculum materials wisely to insure that they 
match students' abilities. 


Teachers rely on a variety of teaching strategies to help 
students achieve a high rate of success. 
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Teachers and principals care about students and communicate 
that message to parents whenever possible. 


Principals are strong leaders, but always listen to and act 
upon requests from students and teachers. 


Parents and community members are encouraged to participate in 
and support school activities. 


Hersh emphasized that his approach to assessing effective schools was 
based on looking at what people do—teachers, students, administrators, 
and parents—and he credited his approach to John Goodlad and Ronald 
Edmonds. 

Edmonds has attracted considerable attention for his research 
into the characteristics of effective schools (see Cohen, 1982). 
Edmonds (1982:4) used only test scores to indicate effectiveness and 
he stated that the characteristics of effective schools are: 

(1) =the principal"s leadership and attention to the quality 

of instruction; (2) a pervasive and broadly understood 

instructional focus: (3) an orderly, safe climate conducive 

to teaching and learning; (4) teacher behaviors that convey 

the expectation that all students are expected to obtain at 

least minimum mastery; and (5) the use of measures of pupil 

achievement as the basis for program evaluation. 
Edmonds noted that in 1982 there were more than a score of urban 
school districts at various stages in implementation of school 
improvement programs based on these five characteristics of effective- 
ness. The important point is that Edmonds did not measure how 
effective schools are in each of the five areas; he assumed that if 
schools are effective in all these areas at once then achievement 
scores will be high. 

John Goodlad and his associates pioneered an approach to analyzing 


schools called "'A Study of Schooling.'! According to Sirotnik and 


Oakes (1981:166), their "contextual appraisal system'' of schools grew 
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from Goodlad's longitudinal studies. Sirotnik and Oakes (1981:165) 
argued that the scores from achievement tests have little or no value 
for making improvements without sufficient understanding of the context 
within which school processes take place. At the core of their 
appraisal system they prescribed the ongoing collection of relevant 
information. They recommended that 

schools experiment with a comprehensive formative evaluation 

system that not only includes periodic assessment of student 

achievement, but also periodic assessment of teaching practices, 
class climates, adult working environment, parent attitudes, and 
so forth—that is, an array of important descriptors of the 

schooling context. (Sirotnik and Oakes, 1981:166) 

Therefore, they operationalized this notion under four contextual 
domains—personal, instructional, institutional, and societal—and 
gathered information from teachers, students, parents, and outside 
observers. 

This contextual appraisal system of Sirotnik and Oakes is similar 
to the integrated school effectiveness model of Miskel in that they are 
both multidimensiona!. They are not limited to simply observing 
student achievement scores to evaluate school effectiveness, as in the 
work of Edmonds. Although Edmonds used achievement scores to identify 
effective schools, he still listed characteristics or criteria of 
effective schools; in some respects he viewed effectiveness as being 
multidimensional. Also, Hersh did not formally describe a model or 
theory of school effectiveness but his list of criteria of effective 
schools demonstrates that he viewed effectiveness as being multi- 
dimensional. Thus, all the approaches to assessing school effective- 


ness reviewed above reflect the ability of practical researchers to 


describe what effective schools are like using generally similar lists 


of criteria. It should not be too difficult to bridge the gap between 
the work being done in organizational effectiveness theory and the 


more practical work being done to identify effective schools. 


Linking organizational effectiveness and school effectiveness 
assessment techniques. Theorists have formulated multiple criteria 
of organizational effectiveness and have designed theoretical models 
for assessing effectiveness. However, those assessing the effective- 
ness of schools in a more practical sense have not designed models 
that are as clear conceptually. Rather, they have accumulated lists 
of characteristics or qualities of schools without using a conceptual 
framework. Quite often these lists have been derived from experience 
and ''tradition.'' In practical ''school evaluation'' there is an incon- 
sistency in saying that school effectiveness is measured by one 
criterion, student achievement scores, and then observing many school 
structures, processes, and activities to ''evaluate'' them. Very few 
educators or educational theorists have tried to formally define school 
effectiveness and to develop a theoretical framework for its assess- 
ment. Miskel's integrated model of school effectiveness is one of the 
exceptions. 

But Miskel adapted theoretical models for application in educa- 
tional settings rather than combining the approaches developed 
independently in each of the two areas. It seemed reasonable that 
the next step might be to design a model of school effectiveness using 
dimensions and criteria from organizational theory in combination with 
the lists of criteria of effective schools used in practical settings. 


For example, a new model might be designed using the dimensions and 
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criteria of Mott, Steers, or Miskel in combination with the list of 
criteria of Hersh or Edmonds. An improved model of school effective- 
ness could result if organizational theorists and school effectiveness 


researchers were to work together. 


The Influence of Leaders 

According to Hicks and Gullett (1975:230), power is an essential 
component of most organizations because ''power is necessary in all 
phases of an organization's formation and continuing operation.'' 
Power must be considered in studies of organizations but it is very 
important, also, in studies of leadership. Studies of leaders and 
leadership theories are not complete without careful analysis of power 
and its related concepts. In this section, several definitions of 
power and influence are discussed, a definition of influence is 
developed for use in this study (to be used synonymously with power), 
a description of the nature of power follows and a review of the 


bases O1-int Luence fer leaders concludes the section. 


Definitions of Power and Influence 

There are almost as many definitions of power, broad and narrow, 
similar and contradictory, as there are articles or books on the 
subject. Pichler's definition of social power (1974:401) was used as 
a base in this study; he defined power as the ''individual or collective 
ability to affect the thoughts, emotions, or actions of one or more 
other persons.'' Pichler's power is bilaterial power ''that is exerted 
through interactions between two or more parties'' (1974:402) and 


"interactions exist when all parties send and receive communications.'' 
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Winter's (1973:4) definition of social power is similar to that of 
Prehiers he stated ™that ‘social power is the ability or capacity of 0 to 
produce (consciously or unconsciously) intended effects on the behavior 
or emotions of another person P.'' Both writers believed that power is 
an ability or capacity, and that it exists in relationships between 

two Or more persons. 

The study of power has been somewhat difficult and unattractive 
for two reasons. First, there has always been this ambiguity over its 
definition and relationship to the terms influence!’ and ''control,'! 
and, second, the term power has the connotation of being corrupt or 
evil. Crozier (1964:145) commented on the problems in studying power: 

Moreover the use of power carries a distinct value connotation, 

so that idealogical, as well as methodological, reasons have 

been working simultaneously to cause researchers to avoid 

facing the issue. 

But there is a positive view of social power; in fact there must be a 
positive view because power is recognized as being necessary, even by 
those who view it negatively. McClelland (1975:263) expressed this 
positive view in this way: 

The positive or socialized face of power is characterized by 

a concern for group goals, for finding those goals that wil] 

move men, for helping the group to formulate them, for taking 

initiative in providing means of achieving them, and for giving 

group members the feeling of competence they need to work hard 

for them. 

The term ''influence'' was used synonymously with ''power'' in this 
study so that an alternative term which might be viewed less negatively 
was available. No problem arises by using the terms synonymously; 
Tannenbaum (1968) used the term ''control'' synonymously with power and 


influence, and Cartwright (1959) used power and influence interchange- 


ably. 


~* 


58 


Although writers do not make a clear distinction between power, 
control, and influence, there has been general agreement about the 
meaning of authority. According to Tannenbaum (1968:5), ''for most 
authors the term authority usually refers to the formal right to 
exencise controls isSimilanly, othenss (Hickson et alin 197 le iPptchilers 
1974) agreed with Hicks and Gullett (1975:230) who stated that 
"authority may be thought of as legitimate power.'' In this study 
authority was assumed to be legitimate power or influence derived 
from a formally defined position of leadership. 

Pichler (1974:411) (whose definition of power was adopted for 
this study) used the term influence to ''designate power that is based 
on personal resources.'' In other words it is a form of power which 
persons may have depending on their personal qualities and character- 
istics. The following definition assumed for the purpose of this 
study was based on Pichler's definitions of power and influence. 
Influence is defined as the ability of an individual to affect the 
thoughts, emotions, or actions of one or more persons, based on 
personal resources as well as the authority of one's office. Thus, 
the influence of school principals consists of the legitimate power 
of their office or position and the power resulting from their 


personal qualities and characteristics. 


The Nature of Power or Influence 

The understanding that power or influence is an ability of a 
person or a capacity possessed by a person is implicit in the 
definition of influence above. This understanding was considered 


necessary to pursue the purpose of this study; to identify the bases 
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of influence for leaders seems more useful if it is possible to increase 


the amount of influence possessed by leaders. This personal or 


"psychological'' interpretation of influence is one of the two important 
conceptual bases for analyzing influence and related concepts. 

The other conceptual base is the ''situational'' interpretation in 
which ''leaders have power because they are in the right position, or 
because they happen to have abilities that are required by the 
situation at that moment'' (Winter, 1973:11). Rather than being an 
ability possessed by a person, influence is something a person may 
have, or not have, depending on the circumstances at a particular 
time; as the circumstances change so does the level of influence. 

Winter (1973:17) attempted to work out some resolution between 
these two perspectives by focusing on the social psychological theory 
and research on leadership. He concluded that 

we have to distinguish between the scope of potential power, 

which is often, though not always, set by the situation, 

and the inclination to expand and use that power, which may 

be more closely related to individual motives. 

When we look at the personal and the situational perspec- 
tives on power in this way, | think that they can be 

reconciled. While there is abundant evidence for the 

importance of the situation, there is also evidence that 

individual factors and motives affect a person's power— 

not instead of the=Ssituation or im opposition. to it, but in 

combination with situation factors. (Winter, 1973:16) 

Winter noted that many of the more recent reviews of research on 
leadership supported his conclusion. The evidence presented below 
suggests that the ways for leaders to increase their level of 
influence are related to both psychological and situational variables. 


Both Winter and McClelland have written much about the ''power 


motive!! in leaders. By power motive Winter (1973:17) meant 


+ 


AgdESPOS TLC stOnstriveatourcertain Kinds of goals.) or to be 

affected by certain kinds of incentives. People who have the 

power motive, or who strive for power, are trying to bring 

about a certain state of affairs—they want to feel 'power' 

ore imore powerful than 49. <9! Power ksitheir goal 
McClelland (1975:5) refers to "that desire for power which plays a 
major role in shaping of the human condition,'' or ''the need for 
Power, defined as a thought about having impact'' (McClelland, 1975:7). 

The important conclusion is that leaders (or persons striving to 
become leaders) have, in varying degrees, a need for power. The fact 
that they have a psychological need to influence others, to strive 
for certain goals, to shape the human condition or to have an impact 
should not be viewed negatively. To need to feel power is not ''worse'! 
or ''more evil'' than to need to feel achievement, or affiliation, or 
recognition. Persons who are motivated by a need for power are 
necessary in leadership positions because of the nature of the leader- 
ship role. Those who are in leadership positions should be motivated, 
at least to some degree, by a need for power. As McClelland (1975: 
254) stated, ''thus, leadership and power appear as two closely related 
concepts, and if we want to understand better effective leadership, we 
may begin by studying the power motive in thought and action."! 

Rather than discussing in detail the need for power, it is 
sufficient to recognize simply that many leaders are motivated by a 
need to have influence, to lead others toward certain goals. The 


relationship between leadership and influence is explained more fully 


in a subsequent section on leadership. 
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The Bases of Influence for Leaders 

Numerous writers have provided categories or typologies of power. 
Etzioni (1961:5) described coercive power, remunerative power, and 
normative power. Hicks and Gullett (1975:246) classified power under 
six headings: physical, economic, knowledge, performance, personality, 
positional, and ideological. The five categories of French and Raven 
(1959:155)—reward, coercion, referent, legitimate, and expert—are 
very similar to those of Hicks and Gullett and seem to have appeared 
most often in reviews of the literature on power. In his ''Handbook 
of Leadership,'' Stogdill (1974:291) demonstrated the dominance of this 
typology of French and Raven by his extensive review of the research 
on each of the categories. These are described below. 

French and Raven (1959:145) defined reward power as ''power whose 
basismiscethe, abi litytomrewarda’ and. according toustogdr|l)6(19/42267). 
it "implies the ability of one individual to facilitate the attainment 
of desired outcomes by others.'' Followers must perceive that a leader 
is able to, and will, provide promised rewards, using a fair method 
for distributing them. Reward power can be lost if followers perceive 
that promised rewards are not forthcoming, or that fairness is not 
being exercised. 

Coercive power is very similar to reward power. It is based on 
the ability to impose penalties and, as with reward power, followers 
must perceive that a leader is able to, and will, impose penalties 
fairly. In his review of the research on coercive power, Stogdi 1] 
(1974:287) found ''that threat of punishment tends to induce 


compliance'! but it is important to realize that ''leaders exercising 
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coercive power are found less attractive than those using other methods 
of influence."' 

French and Raven suggested that legitimate power actually has 
three bases. Stogdill (1974:290) gave these in summary form to be 

(1) cultural values endowing some members with the right 

to exercise power, (2) occupancy of a position reorganized 

to confer authority, and (3) appointment of designation by 

a legitimizing agent. 

Legitimate power depends upon the norms and expectations of the group 
regarding the behavior appropriate for particular roles. Thus, when 
leaders are appointed to certain positions they receive authority 
through the agent which appointed them, and through the followers who 
accept or recognize the authority of the position. Legitimate power 
may decrease if leaders try to go beyond the boundaries of their 
authority or, if for some reason, the followers perceive that the 
authority inherent in the position is being used unfairly or unjustly. 
For the purpose of this study it seemed reasonable to simplify the 
understanding of legitimate Dower to be the authority of position, as 
defined earlier in this section. 

Referent power is derived from a strong sense of oneness or the 
desire for such an identity (French and Raven, 1959:161). According 
to Stogdill (1974 285), it is based on "follower liking and respect 
for the leader'' and ''the experimental results suggest that being 
liked and accepted by group members gives the leader more influence. 

Expert power is based on the perception of the followers that the 
leader has some special knowledge or expertise. His review of research 
of expert power demonstrated to Stogdill that ''group members tend to 


defer to the perceived expert'' and ''perceived expertness tends to 
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legitimize the leadership role.!! 

The five types of power have different bases but they are some- 
what dependent on each other. In other words, the use of one type of 
power in a particular manner may affect, positively or negatively, 
one or more of the other types. For example, consistently fair use 
of reward power will increase referent power of leaders, whereas, the 
improper use of coercive power will decrease referent power and even 


erode legitimate power. 


Concluding Statement 

The definition of influence developed for this study (Chapter 1) 
was based on Pichler's (1974) definitions of social power and 
influence and it included implicitly the authority or legitimate 
power of office or position. The definition reflected the !'psycho- 
logical'' interpretation of influence, that influence is an ability 
of a person or a capacity possessed by a person which may be increased. 
Nevertheless, it was recognized that the amount of influence of an 
individual at a particular time is also dependent upon circumstances. 
Thus, level of influence is a consequence of both psychological and 
situational variables (Winter, 1973). The five bases of influence 
defined by French and Raven (1959) were adopted as the variables which 
determine the level of influence of leaders. 

The ''power motive!'' discussed by Winter (1973) and McClelland 
(1975) is, in a positive sense, a psychological need of individuals 
who want to influence others or who want to strive for certain goals; 
it is an important motivating force in those who want to be leaders. 


Thus "power motive'! helps to explain the close relationship between 
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level of influence and leader effectiveness. 


Weeden ene 
The discussion below focuses on definitions of leadership which 
Support the understanding of influence emphasized above. Following 
the discussion of definitions of leadership, the literature on leader 
effectiveness, functions of leadership and the leadership role of 


principals is reviewed. 


The Concept of Leadership 

In his essay entitled ''The Ambiguity of Leadership" Pfeffer 
(1978:14) stated that ''in spite of the voluminous research on leader- 
ship, the definition and the dimensions of the concept remain 
Uncertain. Stogdill (19/7477) observed that "there are almost as 
many definitions of leadership as there are persons who have attempted 
tordertine the concept... He classified all the definitions of con 
ceptual approaches under eleven headings. Three of these—leadership 
as exercise of influence, as a power relationship, and as an instrument 
of goal achievement—seemed to be appropriate for this study because 
they reflected the understanding of influence that was chosen. 

Under the heading ''Leadership as Exercise of Influence!’ Stogdil] 
(1974:10) cited Tannenbaum, Weschler, and Massarik (1961) who defined 
leadership as ''interpersonal influence, exercised in a situation and 
directed . . . toward the attainment of a specified goal or goals.” 
Also, he cited Hollander and Julian (1965) who suggested that ''leader- 
ship in the broadest sense implies the presence of a particular 


influence relationship between two or more persons.'' Under the other 


65 


two headings Stogdill (1974:12) discussed "leadership in terms of 
differential power relationships'! as developed by French and Raven 
(1959) and the fact that numerous theorists have defined leadership 
"in terms of its instrumental value for accomplishment of group goals 
and satisfaction of needs.'' These definitions of leadership indicate 
that some theorists have considered influence and leadership to be 
very closely related. Leaders use their influence in their relation- 
ships with others to direct the group toward accomplishment of certain 
goals. 


Burns (1978:18), who has written extensively on leadership, 


Stated that ''like power, leadership is relational, collective, and 
purposeful. Leadership shares with power the central function of 
achieving purpose.'' After emphasizing that the crucial variable is 


purpose, Burns (1978:19) defined leadership as ''leaders inducing 
followers to act for certain goals that represent the values and the 
motivations—the wants and needs, the aspirations and expectations— 
of both leaders and followers.'"' 
This definition emphasizes that leaders should pay attention 
to the needs and motives of their followers as well as their own; 
this is in agreement with those theorists mentioned above who defined 
leadership in terms of its instrumental value for accomplishment of 
group goals and needs. Also, this perspective supports a more 
positive view of how leaders should use their influence effectively. 
Being able to define what leadership means does not ensure 
effective leadership. The efforts of theorists and researchers to 


identify the behavior of effective leaders are outlined below. 


Leader Effectiveness 

The search for an understanding of why some leaders are effective 
and some are not has gone on for many decades and has produced several 
different approaches to the study of leadership. In the first half of 
this century the search for "traits" or characteristics of effective 
leaders attracted much attention from researchers and scholars but 
thevre success “insthis area was lVimited.. Both the traits “and the styles 
perspective did not take into account the situations under which leaders 
work. Thus researchers turned to the "identification of the situa- 
tional conditions or contingencies [under which] . . . certain traits 
and behaviors would be effective'! (Rutherford et al., 1983:11). 

Leader effectiveness is no longer explained in terms of traits or 
behaviors (characteristics of the leader) but in terms of how traits 
and/or behaviors interact with various situational variables (charac~ 
teristics of the group or organization) to produce effective leader- 
ship. 

Fiedler's ''Contingency Model'' of leader effectiveness is one of 
the well-known theories that takes situational variables into account. 
In the testing of his theory, Fiedler (1967:9) evaluated 

leader effectiveness in terms of group performance on the 

group's primary assigned task. . . . Morale and member 

satisfaction, while certainly affected by the leader's 

behavior, are here seen as interesting by-products rather 

than as measures of task-group performance. 

Although Fiedler's model of leadership is ''the most widely researched 
on leadership,'' according to Bass (1981:341), ''at the same time, it 
is the most widely criticized.'' (The controversy is over what is being 


measured in Fiedler's Least Preferred Coworker (LPC) questionnaire.) 
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After an extensive review of the research on Fiedler's model, Bass 
(1981:357) stated the following in his concluding remarks: 
The Contingency Model offers a remedial plan for increasing 
leader effectiveness different from all other leadership 
theories. . . . Fiedler argues that changing leader-member 
relations or task structure or a leader's position power is 
easier than changing a leader's personality. 
The controversy over Fiedler's instrumentation should not detract 
from the fact that his work is a major contribution in the study of 
leader effectiveness. There are at least three implications to be 
drawn from his work that are pertinent in this study. 

First of all, Fiedler considered group morale and member satis- 
faction to be affected by the behavior of leaders, although he did 
not use them in measuring leader effectiveness. Second, Fiedler's 
theory implies that some type of relationship exists among the 
satisfaction of leaders, their type of leadership (task-oriented or 
relationship-oriented), the favorableness of their situation, and 
their effectiveness as a leader. Third, Fiedler's theory is based on 
the understanding that leadership is the use of influence by leaders 
to direct the behavior of followers to complete tasks or accomplish 
goals. The first of these implications adds support to the use of 
staff morale and organizational members satisfaction as indicators of 
leader effectiveness. The other two implications add support to the 
theoretical position underlying this study. 

The two dominant styles of leadership identified and studied by 
Fiedler are similar to the two major factors of leader behavior 


identified and studied through the Ohio State Leadership Studies. 


Fiedler's ''!achieving good interpersonal relations'' style corresponds 


68 


in some respects to the factor ''consideration'' and his ''task perfor- 
mance’’ to the second factor "initiating structure." Bass (1981:358) 
described consideration as ''the extent to which a leader exhibited 
concern for the welfare of the other members of the group'' and he 
described initiating structure as ''the extent to which a leader 
initiated activity in the group, organized it, and defined the way 

it was to be done.'' These two factors of effective leader behavior 
were identified by Hemphill (1949) and his associates in their work in 
the Ohio State Leadership Studies. In his summary of the research on 
consideration and initiation of structure, Stogdill (1974:140) 
concluded that ''research in a variety of situations indicates that 
leaders are rated as more effective when they score high in both 
consideration and initiating structure.'"! 

In this section, evidence has been provided to show that effective 
leadership may be viewed as a combination of directing a group 
(initiating structure) toward completing tasks or accomplishing goals 
while, at the same time, attending to the group morale and individual 
satisfaction (consideration). Further evidence is provided in this 
statement by Steers (1977:155): 

Leadership can be viewed as a multidimensional process, 

consisting of at least two types of activities. One type 

of activity is directed toward task accomplishment. Such 

activities are said to be instrumental in that they are aimed 

at securing employee effort on task-relevant activities. In 

addition, leadership can serve a variety of socio-emotional 

Scvumviites ee iiateas, sit is important tor a leader ito’ be 

concerned with maintaining stability in the work group and 

enhancing the personal need satisfaction of group members. 


The effectiveness of these styles, behaviors, or dimensions of leader- 


ship depends upon the situation in which they are applied. In the 
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next section more information is provided on leader behavior, that is 


on what effective leaders do in performing their leadership role. 


Functions of Leadership 


In his revision of "Stogdill's Handbook of Leadership,'' Bass 
(1981:24) listed the following leadership functions, identified by 
behavioralists in their research on basic group processes and how 
the leadership role emerges: 

defining objectives and maintaining goal direction 

providing means for goal attainment 

providing and maintaining group structure 

facilitating group action and interaction 

maintaining group cohesiveness and member satisfaction 

facilitating group task performance. 

The functions of leadership discussed by Steers (1977:155) may be 
listed in a similar fashion: 

1. coordinating and directing human behavior toward task 
accomplishment; 

2. maintaining stability by allowing for rapid adjustment and 
adaption to changing environmental conditions; 

3. coordinating internal organization units; and 

4. facilitating personal need satisfaction and personal goal 
attainment of staff members. 

Also, Steers (1977:145) stated that ''a common characteristic of 
effective leaders is the ability to make decisions that are 
appropriate, timely and acceptable.'' Although decision-making may 
be involved in each of the four functions of leadership described by 


Steers, it may also be viewed as a Separate function. 


The two lists of leadership functions described above are very 
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much alike and are little more than expansions of the two dimensions 
presented in the previous section. The overall emphasis in both 
lists is on task or goal accomplishment and the maintenance of the 
Satisfaction of group members. 

To this point the focus has been on leadership in general without 
reference to specific types of groups or organizations. In the next 


Section, ‘the focus’ is on the leadership: role of school principals. 


Principals as Effective Leaders 

Very recently, Murphy et al. (1983) described their work in the 
School Effectiveness Program at the Santa Clara County Office of 
Education, U.S <A. In their list of variables that “have been con- 
sistently related to school effectiveness,'' Murphy et al. (1983:137) 
placed the following item first on the list: ''strong administrative 
leadership, especially in the areas of instruction and curriculum." 
According to Murphy et al. (1983:138), ''in the School Effectiveness 
Program model, leadership is divided into three areas: instructional 
leadership, school academic climate leadership, and school social 
climate leadership.'' Without differentiating these three types of 
leadership, they go on to describe their conceptual model of instruc- 
tional leadership. Their work demonstrates the current emphasis on 
tie “instructional™ aspect of the principal”s leadership role as a 
Vartaplesthat 1s closely related to’ school effectiveness. However, 
Murphy et al. (1983:138) cited numerous writers to support their 
statement that "at the very time that the importance of instructional 
leadership for school effectiveness is being documented, the minimal 


role generally played by principals is also being confirmed.'' Thus, 
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it seems that principals have played a small role in instructional 
matters although researchers are finding evidence that they should 
be playing a much larger role. 

The importance of the leadership role of principals has been 
recognized for some time. Over twenty years ago Downey (1961:11) 
observed that ''today, the principal is expected to be the educational 
leader of his school'' and he argued that there were four developable 
skills necessary for effective performance in the principalship. 
Downey (1961:12) identified the following administrative skills which 
correspond to four specific roles that an educational] leader must 
assume: 

First, he must be an efficient business manager; second, he must 

be an influential leader of people; third, he must be a know- 

ledgeable curriculum developer; and finally, he must be a 

sensitive agent of organizational change and improvement. The 

skills corresponding, respectively, to these roles are 

(1) technical-managerial skills, (2) human-managerial skills, 

(3) technical educational skills, and (4) speculative-creative 

Sinais.. 

The human-managerial skills are those particularly related to the 
understanding of leadership assumed in this study. Downey (1961:12) 
defined these skills as ''those required to stimulate and motivate 
organization members to maximum realization of the organization's 
purpose.'' This educational or ''instructional'' leadership role of 
principals continues to be of interest to researchers: evidence of 
this is given below. 

Leithwood (1982) reviewed twenty-four studies in his report, ''The 
Principals! Role in Improving School Effectiveness: State-of=the=-Art 


of Research in Canada.'' Eleven of these studies ''attempted to 


identity characteristics of the effective principal or effective 


principal behavior,'' according to Leithwood (1982:10), and three of 
these reported findings relevant to a school goals orientation and/or 
a curriculum or instruction emphasis (Wilson, 1981; Maynes, 1982; 
Leithwood and Montgomery, 1982). In his discussion of the independent 
variables related to school effectiveness, Leithwood (1982:11) 
reported the following: 

Independent variables identified by Wilson (1981) included 

principals' orientation toward school goals, the nature of 

goals adhered to, orientation toward teacher instruction and 

principals’ integration into the school community. Sead 

Maynes (1982) offered a twofold classification of independent 

Vatlables: ) the principals!’ curriculum stole and the 

principals' management role. . . . Leithwood and Montgomery 

(1982) identified some twenty-one promising independent 

variables which they classified as the 'goals' the principal 

pursues, the ‘factors’ (in-class, in-school) principals 

attempt to influence to achieve their goals and 'strategies' 

used to influence the nature of factors. 
The study by Wilson clearly supports leader behavior directed toward 
accomplishing organizational goals, as well as an orientation toward 
instruction. The two categories offered by Maynes are congruent with 
the technical-managerial and technical-educational skills proposed by 
Downey (above). The three categories of variables identified by 
Leithwood and Montgomery imply a leadership role involving the use 
of influence in accomplishing goals. However, the goals are those 
Of the principal tather than those of the school——these two sets oF 
goals are not necessarily incompatible. 

ings’ paper “New Direction Im the Study of the Principalship,.” 
Smyth (1982) cited numerous studies as evidence that the instructional 
leadership role of principals is an important determinant of effective 


or successful schools (Doll, 1969; Weber, 1971; Ellis, 1975; Armor 


et al., 1976; Wellisch et al., 1976, 1977, 1978; Brookover and Lezotte, 
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19/7; Kean et als, 1979; Howey, 1980). For example, Wellisch et al. 
(1977, 1978) studied the instructional leadership role of the principals 
in nine successful schools and thirteen non-successful schools. As 
stated by Smyth (1982:2), 

Three important ways were found in which principals in 


successful schools were able to make a difference in student 
achievement: 


ie) Commitment to instruction in baste skills, as demonstrated 
by personal involvement in reviews of teaching performance. 


2. Communication to teachers of the principal's point of view 
concerning instruction, through such mechanisms as faculty 


meetings and regular review and discussion of teaching 
performance. 


3. Involvement by the principal in instruction-related tasks 
through such methods as planning and evaluating instruc- 
tional programs of the school. 

Other lists of behaviors of instructional leaders were provided 
by Rutherford, Hord, and Huling (1983) who reviewed the literature 
on the principal searching for ways of describing them as leaders. 
Rutherford et al. (1983:14) listed the following ''six behaviors that 
contributed to effective instructional leadership,'' as identified by 


Cotton and Savard (1980) who drew them from twenty-seven reports: 


1. frequent observation and/or participation in classroom 
His CRUCGt LOM: 


2. communicating clearly to staff what is expected of them as 
facilitators of the imstructional program, 


3. making decisions about the instructional program; 
4. coordinating the instructional program; 


5. being actively involved in planning and evaluating the 
instructional program; and 


6. having and communicating high standards/expectations for 
the instructional program. 


_ VS . ooo _ —_ =e a 
- _— os. _. 
e a ) : ; a a 


7 


Vy sa aye; Med , a 


<1) 
eivuatanite ei fh tae @i Aad raets | lean lea tent = ae 
4 7 
_ ; ; 
yl incooe i ieaa et ripepeiad ne Chaney lutenasput antn ; 
oe 
1S Cue deve? Vaearate 
) jnmn en on & au’ (ile Sera canst ak 
,i4b A be te site Seer Pink ig peazQue eT 
a ' priiemen Tete. - 
\ aise yon! ao Taare ies - 
7 al obec fenm Vee qa 
*o,0t wt qiLice even? om 
4m rou ,cealas water qo ntes0G. 
AY «>> '2Ce" FOR ogns 4a 
eg Anant 40 
- 
7 ' 4S teen E 
ae | 
ih “ty Te@ir3 a 
sil ap, @ ty @Q24) wens a 
j é 7 : 7 VW : i 14 @« oe brorisdselh oe - 
~~. 
eo. absnlig a 
a egtd xr Wee Sao (ee CHEté+ Ae 29 Biot wlaih 7 


at ( - eerie git) ave 922 ew Gr bead Paragon 


Gals) Syed Gre werToe 
_ 


nie Ioeeeve 5558 


| ’ 7 obese sant ca 
(i) he DG > sa . ti-cljsmes oie ee ; 
1) ee pp ah) ah), Vas --oasit tee _ 
aa 


7 weiee tf | aft? gutide, (eit ae 
et ee ee ont untven? 


mann taninys Dest nae) a 


1) Stiipianiva \Atyel oxi, 444! yi 55 


_) — ' 


a | | 
i an 


Also, Rutherford et al. (1983:14) listed the following ''nine recurrent 
behaviors that are displayed by principals who run good schools,'! as 
identified by Persell and Cookson (1982) in a review of more than 
seventy-five studies: 


commitment to academic goals 

creating a climate of high expectations 
functioning as an instructional leader 
being a forceful and dynamic leader 
consulting effectively with others 
creating order and discipline 
marshalling resources 

using time well 

evaluating results. 


NNN mS 
WO COnmI DU LEWD — 
a 


Both of these lists provide further support for the argument that 
principals who wish to influence the ''academic success!'' of students 
should be very attentive to improving, through active involvement and 
Supervision, academic programs and instructional activities. Also, 
the second list suggests ways by which principals can be good 
organizational leaders as well as instructional leaders; they must 
attend to creating a secure work environment and to managing 


effectively personnel and physical resources. 


Summary 

Leadership may be viewed as the use of influence to direct others 
toward accomplishing goals that are acceptable to group members. More 
specifically, effective leadership may be viewed as a combination of 
directing a group toward completing tasks or accomplishing goals, 
while, at the same time, attending to group morale and individual 
satisfaction. Evidence for this position was provided from the 
literature on leadership effectiveness and the behavior or functions 


of leadership. 
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In the literature on principals as effective leaders, the 
emphasis seems to be on instructional leadership, as compared to 
organizational leadership. Effective instructional leadership 
requires a strong orientation in the role of the principalship 
toward improvement of instruction and curricula. Yet, principal 
effectiveness has been defined more broadly than instructional 
leadership. Although effective principals are instructional leaders, 
they are also effective administrators or managers; they must direct, 

_integrate, and coordinate the activities of groups or individuals in 
their schools while attending to group and individual needs. Thus 
the literature describing the behavior of effective principals is 
somewhat congruent with the more general literature describing the 


behavior of effective leaders. 


Conceptual Framework of the Study 
Four bodies of literature have been reviewed in this chapter which 
correspond to the major variables in this study: job satisfaction, 
school effectiveness, leader effectiveness and level of influence. 
This conceptual framework summarizes the nature of job satisfaction 
and defines the relationships assumed to exist among the major 


variables. 


The Nature of Job Satisfaction 

The dominant theories of job satisfaction have been derived from 
theories of work motivation which were based on more general theories 
of motivational psychology. In the more recent theories of motivation, 


the behavior of individuals was assumed to be more than a reaction to 
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various stimuli (S-R approach of Skinner); according to psychologists 
such as Weiner (1972) and Bolles (1974), individuals use cognitive 
processes to make decisions and choices (S-C-R approach). Several 
important theories of work motivation were based on this cognitive 
approach to motivation. 

Vroom's (1964) instrumentality-valence theory of work motivation 
is a cognitive theory stated in terms of expectancies, values and 
perceptions of future consequences; the model of work motivation of 
-Porter and Lawler (1968) and Lawler's (1973) model of facet satisfac- 
tion were based upon Vroom's theory. But not all theories of work 
motivation and/or job satisfaction were derived from the cognitive 
approach to motivation. One of the most important theories, Herzberg's 
(1959,1966) motivation-hygiene theory, was built upon Maslow's (1943) 
need-fulfillment theory. More recently, Locke's (1976) value theory 
of job satisfaction integrated characteristics of the theories of 
Vroom, Lawler and Herzberg and, consequently, it was chosen as the 
underlying approach to job satisfaction to be used in this study. 

In Locke's definition of job satisfaction mentioned in Chapter l, 
job values and needs play a role in determining the level of job satis- 
faetion of individuals. Underlying Locke's theory is the position 
that individuals have a ''value hierarchy'! which is dependent upon their 
hierarchy of needs. Also underlying his theory is Lawler's (1973) 
belief that satisfaction with particular facets of the job should be 
weighted as to importance in determining overall job satisfaction. 
Perception, as well as values and needs, play an important role in 


Petermiming sobesatisfaction. In Locke's derinitiom stated in 
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Chapter 1, job satisfaction results from ''the perception of one's 

job'' or, in his definition stated in this chapter, it results from 
wthe appraisal ofr one's) job.’ Clearly, Uocke's theory is cognitive in 
that cognitive processes operate in individuals to determine how their 
perceptions of the job situation will affect their level of job vsatis- 
Fact ton. 

In this study an effort was made to determine the extent to which 
Selected perceptions of the role of high school principals are related 
_to their level of job satisfaction. For the reasons put forward in 
Chapter 1, principals' perceptions of their school's effectiveness, 
their own leader effectiveness and their level of influence were 
selected as the major variables. The possible relationships between 


job satisfaction and these role perceptions are described below. 


Relationships between Job Satisfaction and 


Ene hole rercepelonsein the otudy 


The possible relationships between overall job satisfaction and 
perceptions of overall school effectiveness, leader effectiveness and 
levelnco; siniiuence are ti lustreted in Figure 2.1. Each of these 
variables was defined operationally in Chapter 1: the perceived 
levels of each were those as rated by the respondents in the study. 

In Figure 2.1, the relationships among these four major variables are 
represented by nondirectional lines to illustrate that causal relation- 
ships were not assumed. Although Locke's theory was based on the 
assumption that perceptions of the job affect levels of job satisfac- 
tion, this assumption was not made in this study because of the nature 


of the particular role perceptions. Perceptions of school effectiveness, 
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Perceived Overall 
Level of 
Influence 


Perceived Criteria 
of Level of 
Influence 


Illustration of the Relationships between Job Satisfaction 


and the Role Perceptions 


in the Study 
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leader effectiveness and level of influence were seen as criteria 


of the performance or productivity of principals; because research had 
not clearly identified a causal relationship between job satisfaction 
and productivity (Locke, 1976 and Gruneberg, 1979), causal relation- 
ships between overall job satisfaction and perceptions of overall 
school effectiveness, leader effectiveness and level of influence were 
not assumed. 

For reasons explained in the literature review, relationships 
were assumed to exist between perceptions of school effectiveness and 
leader effectiveness and between perceptions of leader effectiveness 
and level of influence. Furthermore, these relationships were assumed 
to exist because of cognitive processes operating within individuals: 
in other words, the nondirectional lines in Figure 2.1 represent 


cognitive processes. 


The relationship between overall job satisfaction and satisfaction 
with facets of the job is illustrated as a causal relationship in 
Figure 2.1. Lawler (1973) believed,as did Locke, that overall job 
satisfaction is an affective reaction to the total work role which is 
determined by satisfaction with all facets of the job, and he believed 
that some facets should be weighted more than others. Underlying this 
Study was the assumption that principals are able to rate their level 
of satisfactionwith facets of the job and their level of overall job 
Satisfaction but particulat facets are stronger predictors of overall 
satisfaction than others. 

A similar assumption was made with respect to the relationship 


between each of the role perceptions, perceived overall school 
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effectiveness, leader effectiveness and level of influence, and 
perceptions of various criteria of each. The multidimensional nature 
of each of these variables was emphasized in the review of the 
literature and, in Figure 2.1, the causal relationships between the 
single, ''overall'' variables and their various criteria are illustrated. 
As in the case of job satisfaction, the arrows in the figure illustrate 
that principals are able to rate their perceived levels of overall] 
school effectiveness, leader effectiveness and level of influence but 
their rating is affected by their perceived levels of the various 
criteria of each ''overall'' variable. Furthermore, perceptions of 
particular criteria are stronger predictors of each ''overall'' variable 
than others. 

This conceptual framework was provided to demonstrate the underlying 
theoretical assumptions of this study and, therefore, the relationships 
which were investigated. The research methodology developed to 


investigate these relationships is described in the next chapter. 
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CHAPTER 3 


Research Methodology 


This chapter describes the research methodology used in the study. 
gme chapter is organized in three sections. In the first section, the 
design and pilot-testing of the various instruments in the question- 
naire are explained and the development of the interview schedule is 
described. In the second section, the population, procedures for 
distributing and collecting questionnaires, the interview sample and 
the interview process are described. In the third section, the 
procedures used to analyze the written responses from the question- 
naires and the interviews, the statistical analysis of the data from 
the questionnaire, and the reliability and validity of the instruments 


are described. 


The Research Instruments 

The Questionnaire 

The questionnaire approach was chosen to survey the population 
of high school principals in Alberta partly because it is convenient 
and relatively inexpensive. In addition to these advantages, Mouly 
(1978:189) noted that the questionnaire approach enables the 
researcher to preserve anonymity (thus it may elicit more candid 
responses) and it ''allows greater uniformity in the way questions are 
@sked). . . Lensuring] greater comparability in the responses." The 
various sections of the questionnaire developed for this study, 


entitled ''Perceptions of Senior High School Principals of Selected 
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Aspects of Their Role and Their Job Satisfaction,'' are described 
below. A copy of the questionnaire is included in Appendix A. 
Because the data were collected within the context of a larger 
study, the questionnaire contained a section on ''opinions'' and one 
instrument—"'Administrative Tasks and Responsibilities''—which were 


not used im this study. 


School and personal data. The first two sections of the question- 
naire were designed to collect information to describe the nature of 
the high school and some personal characteristics of the principal. 

In the first of these labelled ''School Data,'' respondents described 

the geographic setting of their school, the type of school system, 

and the grades, number of students, teachers, vice-principals and 
department heads in their school. Generally, this information was 
sought as an indication of the nature and magnitude of the principal's 
responsibilities and the degree of administrative assistance. In the 
second section, entitled ''Personal Data,'' respondents indicated their 
sex, age, years in present position, experience prior to the principal- 
ship, long-term career aspirations and formal administrative training 
or education. This information was sought for use in analyzing possible 
relationships between personal characteristics of principals and their 


level of job satisfaction. 


Jobssatistaction. The section labelled "Job Satisfaction'' was 
designed to measure levels of satisfaction with thirty-five facets of 
the job and to measure the overall level of job satisfaction using a 


single item. This Job Satisfaction instrument was based on Section D 
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of Rice's (1978) questionnaire, "Sources of Principal Satistection..* 
Rice had categorized forty-five items under five headings—\orking 
Conditions, Personnel-Related Matters, School-Related Matters, 
District Related Matters, and Occupation-Related Matters. These same 
headings were adopted with one minor change; ''School-Related Matters"! 
was changed to ''Role-Related Matters.'' Deletions of items and minor 
modifications of a few items were made to Rice's instrument to make 
it as short as possible and to make it more suitable for high school 
principals; Rice's sample included elementary school principals as 
well as high school principals. The use of a single item to measure 
overall job satisfaction was a departure from Rice's statistical 
treatment of four items in Section B of his questionnaire, entitled 
Overalls Satisfaction.” 

As a single measure of overall job satisfaction, Rice planned to 
use the mean score of the four items in his Overall Satisfaction 
instrument—overall satisfaction and satisfaction with school effective- 
ness, social relations, and use of abilities. However, the inter- 
correlation of the four variables did mot support this plan. Therefore, 
Rice (1978:95) decided touse only the single item "overall satis- 
faction'' because ''the relationship between this variable and the mean 
score of the four items was both significant and important (r = .84)" 
and because ''Porter and Lawler (1968:43) argued that the use of a 
global measure would yield a reasonable approximation of what would be 
obtained by some composite of the ratings.'' Evidence to support 
Rice's research findings and his decision to use the single item was 


found in the study of teacher satisfaction by Kyriacou and Sutcliffe 
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(1979). Kyriacou and Sutcliffe (1979:89) used a single, self-reported 
measure of overall job satisfaction because ''a number of authors have 
argued that this has proved to be the most useful measure of overall 
job satisfaction, and it has been very widely employed (Jessup and 
Jessup, 1975).'' Thus, in this study, principals were asked in a single 


ieem-to rate * 


your overall feeling of satisfaction with your job,'! 
after they had responded to the thirty-five items of facet satis- 


faction. 


The rating scale. The rating scale used in this job satisfaction 
instrument was identical to that used by Rice. This six-point scale, 
ranging from highly dissatisfied to highly satisfied, contained no 
"neutral'' or ''undecided'' response. Respondents were forced to choose 
a response from either three levels of dissatisfaction or three levels 
of satisfaction. To support this decision to use no neutral response, 
Rice (1978:76) cited Porter et al. (1975:53) who stated that ''people 
are rarely neutral about things they perceive or experience... [and] 
tend to evaluate most things in terms of whether they like or dislike 
them.'' Rice (1978:76) also cited Shaw and Wright (1967:21) who held 
the position that ''attitudes always have a positive or negative sign; 
if they have no sign (i.e., are neutral or at the zero point) they 
cannot be called attitudes at all.'' This position was very much in 
line with other theoretical positions related to attitudes and cog- 


nitive processes accepted in this study. 


School effectiveness. In the design of this instrument dimensions 


of effectiveness were chosen from the broad literature on organizational 
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effectiveness. The criteria of effective schools identified by Hersh 
(1982) were chosen as the basic criteria, to be linked in some wav to 
criteria or dimensions from organizational effectiveness theories or 
models. This link was made indirectly by using some aspects of the 
model of school effectiveness adapted by Miskel (1982) and Miskel et al. 
(1979), from Mott's (1972) model of organizational effectiveness. 
Therefore, the fourteen criteria of school effectiveness used in this 
study reflect those of Hersh (1982), Miskel et al. (1979), and Mott 
(1972) « 

Specifically, the first six criteria or items in the School 
Effectiveness Instrument are measures of a school's ''productivity,'' 
one of the indicators in the model of Miskel et al. Items 11 and 12 
of the instrument reflect other indicators of their model, adapta- 
bility and flexibility. The remaining items reflect, explicitly or 
implicitly, the criteria identified by Hersh. 

As in the measurement of overall job satisfaction, overall school 
effectiveness was measured using a single item. It was assumed that 
principals are able to rate the overall effectiveness of their own 
school in the same way that they are able to rate their overall job 
satisfaction--to rate each of these variables requires that individuals 
use perceptual methods. 

Justification for using perceptual methods to measure job 
eharacteristics has been provided by Sims, Szilagyi and Keller (1976: 
IoG eewhoustated that "it is not thervobjective characteristic of the 
job but how the individual perceives his job that is the important 


determinant of the influence of the job on the individual's satisfaction." 
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Sims et al. (1976) developed a job characteristics instrument (the Job 
Characteristic Inventory) and studied its reliability and validity 

for many different organizations. The results of their study demon: 
strated that the instrument appeared to have acceptable validity and 
reliability characteristics. They reported that the results of two 
other studies with similar objectives—Hackman and Oldham (1975) and 
Stone and Porter (1975)—provided support for the results of their 
study. According to Sims et al. (1976:210), 

taken together, these three projects [along with the original 

Hackman and Lawler research (1971)] provide powerful evidence 

of the reliability and the discriminant validity of perceptual 

methods of measuring job characteristics over a wide spectrum 

of jobs in many organizations. 

The type of rating scale to measure school effectiveness was 
identical to that used to measure job satisfaction. For the same 
reasons put forward above, a six-point scale ranging from highly 
ineffective to highly effective, with no neutral position, was used. 
This rating scale was also used in the instrument to measure leader 
effectiveness. 

The final question in the School Effectiveness Instrument required 
an open, written response: ''In your opinion, what are the three most 
important indicators (from those above or others) of the effectiveness 
Gfeasenior high school?’ This listing by principals of the most 
important indicators of school effectiveness was meant to serve as a 
type of "'ranking'' of the other items in the instrument, as well as a 
check to see if any major criteria of effectiveness were missing. 


Because of the increasing public and professional attention to school 


effectiveness, at the time, and the greater pressure to raise student 
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performance levels, it was assumed that high school principals have 
quite definite opinions about what major characteristics identify an 
effective high school. Thus, they would find this question relatively 
easy to answer compared to a similar question related to leader 


effectiveness or level of influence. 


Leader effectiveness. The dimensions or items in this instrument 
for measuring the effectiveness of principals as leaders were selected 
from a review of the literature on effective leadership and the 
functions of leadership. The instrument contains ten items— 
dimensions of leader effectiveness—plus one item to measure the 
principal's ''overall effectiveness as a leader.'' The ten dimensions 
reflect the definition of leadership chosen in this studv, the multi- 
dimensional nature of leadership described by Steers (1977)—including 
his functions of leadership—and the functions of leadership listed by 
Stogdill (1974) or Bass (1981). The ten dimensions in this instrument 
represent explicitly or implicitly, a combining of all the dimensions 
from these major sources to produce a list of discrete variables. 

The use of a single overall effectiveness item and a six-point 
rating scale was identical to the approach followed in the school 


effectiveness instrument. 


Principal's level of influence. As noted in Chapter 1, the five 
bases of power or influence defined by French and Raven (1959) — 
reward, coercion, referent, legitimate, and expert-—-were chosen for 
this study. Thus, this instrument for evaluating the levels of 


influence of principals was constructed upon these five types of 
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influence. Items 1, 2, 6 and 7 of the instrument correspond to 
legitimate, referent, reward and coercion power, respectively. 
Collectively, items 3, 4 and 5 correspond to or represent the expert 
power of the principal. Three dimensions were chosen to represent 
expert power because the professional expertise required in the 
principalship is very complex. 

Downey (1961:12) identified the following types of skills of 
effective educational leaders: technical-managerial skills, human- 
managerial skills, technical-educational skills, and speculative- 
creative skills. Items 3 and 5 of the instrument correspond 
respectively to technical-educational skills and speculative-creative 
Sict hls; ttem 4s “expertise. as an administrator,’ represents a 
combination of technical-managerial skills and human-managerial 
skills. Thus, the five bases of power of French and Raven were 
expanded to seven bases by distinguishing among three types of 
expert power. 

To make this instrument consistent with the other instruments, 
the final item was a measure of ''vour overall level of influence as a 
principal.'' However the rating scale had to be modified slightly 
because a ''negative'' level or degree of influence was impossible or 
nonexistent. 

A four-point rating scale, ranging from a high level of influence 
to no influence was used for all eight items in this instrument. The 
three points indicating some level of influence corresponded to the 
three ''positive'' points on the other scales in the questionnaire, but 


the point, “No influence,'' did not imply a neutral position. This 
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point on the scale required a decision or choice from the respondent 


just as the other positions did. 


Additional comments. To avoid making the questionnaire any longer, 
a ''compulsory'' set of open-response questions was not included. 
However the section, ''Additional Comments,'' was placed at the end of 
the questionnaire to provide an opportunity for principals to express 
any concerns or opinions, if they wished to do so. This single 
question was designed to collect data which might clarify or enrich 


the data from the other instruments in the questionnaire. 


Pilot test of questionnaire. In the development of the question- 
naire to be pilot-tested, valuable advice was provided by professors, 
by senior officials in the Department of Education and the Alberta 
Teachers' Association, and by a superintendent of a large schoo] 
system. Consultation was held with these practicing administrators 
to improve the validity of the questionnaire, by involving administra- 
tors in educational leadership positions '"'external'' to the principal- 
ship and the academic world of theory and research. 

Six full-time graduate students in Educational Administration at 
the University of Alberta participated in the pilot test. These were 
or had recently been high school principals in either Alberta, 
Saskatchewan or Manitoba. The participants independently reviewed al] 
aspects and each item of the questionnaire to check for ambiguous 
instructions or items, the appropriateness of the rating scales, the 
format and comprehensiveness of the instruments, and for overlapping 


Ot any items. Participants wrote their questions, concerns or 
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recommendations on the questionnaire and then these were discussed with 
each individual in a private interview. From all these recommendations 
final revisions were made throughout the questionnaire in preparation 


homed stribution to principals, 


The Interview Schedule 

Semi-Structured Interviews 

The purpose of interviewing ten principals, who had responded 
to the questionnaire, was to expand upon, clarify, or enrich the data 
collected with the questionnaires. This purpose required that the 
interview schedule be constructed after a complete analysis of the 
questionnaire data. Because the questions in the interview schedule 
were designed to gain further insight into this initial data, they 
were quite specific, thus making the interview schedule at least 
Sen SLI UCtuUneG. | 

Semi-structured interviews are described as ''Type I1I'' interviews 
in Bouchard's (1976:371) four types of interviews: ''Type I! inter- 
views have specified questions but leave the character of the response 
open.'' A semi-structured interview—''open-ended'' or ''free-response' 
interview—was chosen for use in this study because it was considered 
important to Suggest as little direction as possible as to the nature 
of the responses. Merton, Fisk and Kendall (1956:12-14) expressed 
concisely the advantages of ''nondirection'' or of a nondirective 
approach in interviewing: 

As is generally recognized, one of the principal reasons for 

the use of interviews rather than questionnaires is to uncover 

a diversity of relevant responses, whether or not these have 


been anticipated by the inquirer. . . . The value of a non- 
directive approach to interviewing has become increasingly 
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recognized. . . . It gives the interviewee an opportunity to 

express himself about matters of central significance to him 

rather than those presumed to be important by the interviewer. 

. - « And finally, it ordinarily leads the interviewee to be 

more articulate and expressive than in the directed interview. 
These strengths of encouraging open or free responses seemed very 
appropriate for the purpose of interviewing in this study; the 
probability of clarifying and enriching the existing data would likely 
be increased through giving respondents freedom to express their own 
Opinions or concerns in whatever manner they wished. Thus the 
necessity of using specific questions derived from the questionnaire 
data and the advantages of allowing open responses were accommodated 
using semi-structured interviews. Also, allowing respondents to 
speak freely was meant to serve as a more qualitative method of 
collecting data to be combined with the quantitative method of using 
a questionnaire with specific non-verbal responses. 

[A his paper ons “triangulation; Jick (1979) put forward strong 
arguments for using more than one methodology to study the same 
phenomenon, especially if qualitative methods are combined with 
quantitative methods. According to Jick (1979:608-609), the overal| 
Strengem oftriangulation is that “it allowseresearchers tombe more 
confident of their results,'' and in regard to the use of qualitative 
methods in triangulation, 

the researcher is likely to sustain a profitable closeness to 

the situation which allows greater sensitivity to the multiple 

sources of data. Qualitative data and analysis function as the 
glue that cements the interpretation of multimethod results. 
lt was anticipated that the data from the semi-structured interviews 


would strengthen the interpretation of the statistical data from the 


questionnaires. The derivation of the interview schedule from the 
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statistical data is described below. 


Design of the Interview Schedule 

The analysis of the statistical data and the written responses were 
completed after the closing date for accepting questionnaires from 
respondents (this analysis is reported in Chapter 4: and Chapter 5). 
The analysis of the data on job satisfaction met expectations, without 
particular concerns or surprises. Therefore, the following question 
was designed to collect more evidence as to what contributes the most 
to overall job satisfaction or dissatisfaction: 


1. (a) What gives you the most satisfaction as a high school 
principal? 


(by What gives vou the most dissatisfaction as a high schoo! 
principal? 


(c) Describe what ''sense of accomplishment as an administrator'' 
means to you. 


Part (c) of this question was included because ''sense of accomplishment 
as an administrator'' was the variable which contributed the most to 
overall job satisfaction, according to the stepwise multiple linear 
regression analysis of the data. 

The complete interview schedule is included in Appendix D. For 
brevity, only the actual questions that were directed toward principals 
inethe interview are reported in this section; the preambles to the 
questions, to introduce the questions and to help principals under- 
stand the nature of the questions, were more detailed. 

Some unclear and unexpected results from the analysis of the data 
from the School Effectiveness and Leader Effectiveness instruments 


required further investigation. The analysis of the written responses 
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in the School Effectiveness instrument did not support strongly the 
analysis of the statistica] data in the same instrument and it 
provided information that seemed to be more related to leader effective- 
ness than school effectiveness. One concern of the researcher was 
that the principals! understanding of leadership as an aspect of their 
role,- and its relationship toi the™effectiveness of their school, was 
unclear and possibly not consistent with the assumptions about leader- 
ship underlying this study. Therefore, the following questions were 
designed to collect more information on the principals! opinions or 
beliefs about leadership: 
2. Describe what leadership, as an aspect of your role, means 
to you. In other words, would you describe the qualities, 
characteristics, or behavior you would hope to demonstrate 


as an effective leader? 


3. To what degree do you believe that your effectiveness as a 
leader is an indicator of the effectiveness of your school? 


Lee aje1o what degree do you believe that the job satisfaction 
of individual teachers is an indicator of your effective- 


ness as a leader? 


(b) To what degree do you believe that their job satisfaction 
is an’ tndieator of the effectiveness of the school? 


(c) Can you say which it more strongly indicates, leader 
effectiveness or school effectiveness? 


(d) To what degree do vou believe that staff morale is an 
indicator of your effectiveness as a leader? 


(e) To what degree do you believe that it is an indicator of 
the effectiveness of the school? 


(f) Can you say which it more strongly indicates, leader 
effectiveness or school effectiveness? 


Hhewanalvysis of the data from the Principal's Levelvon Int luence 
instrument did not generate striking concerns or questions, but the 


contributions of the bases of influence to overall level of influence 
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were not as significantly strong or as important as was expected. The 
evidence suggested that other factors may contribute to the overal] 
fevel rOrtintliencesot principals: “The final question was designed to 
identify some important factors that contribute to the overall level 
of influence: 

See eel ngre principal requires that you have alcertain level 

of influence with teachers, students, parents, with all 
groups with which you must work. What contributes most 
to your level of influence as a principal? 

The general purpose underlying the questions in the interview 
schedule was to collect more data related to each of the four major 
variables in the study, rather than data related to the relationships 
hypothesized between job satisfaction and each of the other variables. 
Priority was given to gaining further insight into the nature of each 
variable in anticipation that this insight would enhance the discussion 
of the statistically significant relationships found in the investiga- 
tion. 


The interview schedule was pilot-tested by three of the high 


school principals who had pilot:tested the questionnaire. 


Data Collection 
The Population 
All senior high school principals in Alberta were to receive 
questionnaires. A ''senior high school'' was defined as any secondary 
school which has enrolled in it Grade 10 and/or Grade 11 and/or 
Grade 12 and which may also have enrolled in it Grade 7 and/or 
Grade 8 and/or Grade 9. Elementary school principals were viewed as 


a separate population of principals because important differences 
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exist between the elementary school principal's role and the senior 
high school principal's role. These differences—which are discussed 
by Firestone and Herriott (1982)—are closely related to the different 
organizational structures, types of programs, teaching methods, 
characteristics and needs of students, and administrative procedures 
of elementary and senior high school schools. Senior high schools 
containing junior high grades were included in the population because 
the organization and administration of a senior high school is not 
affected to a great extent by the presence of junior high grades. 

The schools in this population were identified using information 
from the Department of Education. An up-to-date list of all secondary 
schools in Alberta with senior high grades was compiled by the Student 
Records and Computer Services Branch and Early Childhood Services 
Branch of ''Alberta Education.'' This list provided the names of 
principals, school addresses, and grades in the schools. 

Distribution and Collection of 
Questionnaires 

Prelid Services of the Faculty of Education of the University of 
Alberta maintains a formal communication, with respect to research 
projects, with the school systems of Edmonton and the surrounding 
school systems. Through this department, permission was obtained 
from the superintendents of five school systems to send questionnaires 
to the senior high school principals in their system. A letter seeking 
permission to contact principals as participants in this studyesee 
Appendix B) was mailed to all other Alberta superintendents whose 


school system contained a senior high school. Most of these 
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superintendents responded very positively to the study and no superin- 
tendents responded negatively; one superintendent supported the study 
but asked that one of the senior high school principals in the school 
system not be contacted. Thus, permission was obtained, directly or 
by ''no reply,'' to send questionnaires to all but one senior high 
school principal in Alberta; 155 questionnaires were mailed in the 
last week of October, 1983. 

A covering letter (Appendix C), whose purposes were to introduce 
the nature of the study, to request that the questionnaire be 
completed, and to guarantee anonymity, was mailed with the question- 
naire. A self-addressed, stamped envelope and a stamped postcard 
containing a school identification number were also included. By 
completing the postcard (see Appendix C) and returning it separately, 
principals could indicate, without destroying their anonymity, that 
they had returned the questionnaire, and that they were willing to be 
interviewed. By the middle of November, approximately 65 percent of 
the questionnaires and postcards had been received. 

At this time a ''follow-up'' letter and postcard (Appendix C) were 
mailed to all principals who had not returned the first postcard to 
indicate that they had completed the questionnaire. The purpose of 
this follow-up was to encourage more principals to complete the 
questionnaire. The follow-up proved to be very worthwhile; by the 
closing date for accepting questionnaires (9 December, 1983), 134 
(87 percent) of the questionnaires had been returned: one question- 
naire was rejected. Two questionnaires were received after the 


closing date, and after the statistical analysis of the data had been 
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completed, so that the actual response rate was 88 percent. 

Once the interview schedule was developed from the analysis of 
the questionnaire data and the pilot test was completed, the interview 
sample was chosen and the interviews were conducted: the interview 


sample and process are described below. 


The Interview Sample 

The interview sample of senior high school principals was chosen 
from those principals who indicated that they were willing to be 
interviewed after they had completed and returned the questionnaire. 
A sample size of ten was chosen because of limited time to conduct 
interviews and analyse the data. To choose the sample from the 
volunteer interviewees, a geographical boundary was set because of 
time and financial restrictions on travel to the schools. All senior 
high school principals within a fifty-mile radius of the City of 
Edmonton were considered as candidates if they had volunteered to be 
interviewed. From this group of eighteen candidates, ten principals 


were chosen using a table of random sampling numbers. 


mee ineehyVeWwarrocess: 

After the principals in the interview sample were identified, 
the researcher contacted them by phone to request their participation 
and to schedule interviews at times convenient to them. The ten 
interviews were carried out during the last three weeks of January, 
1984. 

Before an actual interview was recorded on a cassette tape, the 


researcher tried to establish a trusting, relaxed relationship with the 
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interviewee. To do this, the researcher, counting on his experience 
as a high school principal, initiated a discussion about the school 
and the activities going on at the time, reviewed the general nature 
of the questionnaire that had been completed a few months earlier, 
explained that the interview schedule had been derived from the 
analysis of the questionnaire data, and described how the interview 
sample had been chosen. Also, an assurance of anonymity was given, 
along with a brief explanation of how the data would be analysed. 

During the interview, care was taken to make sure that the 
interviewee understood the question and had sufficient time to 
formulate a response to each question. The general nature of the 
preamble to each question may be observed in the interview schedule, 
Appendix D. To avoid creating a detached, unnatural, or uncomfortable 
atmosphere, these preambles were not read verbatim from the schedule; 
they were presented orally in a ''conversation'' form, but consistently 
in all interviews. The researcher was careful not to interrupt 
during responses and did so only to clarify a point being made or to 
keep the interviewee from straying too far from the topic. 

After the interview, several of the principals were interested 
in hearing their responses to a few or all of the questions; they 
were given the opportunity to do so. Also, several principals had 
questions about the whole study or the interview; the researcher took 
as much time as was necessary to answer questions or provide explana- 


tions. 
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Data Analysis 
The procedures used to analyze the data are reported below in 
the order that they were carried out: statistical analysis of the 
questionnaire data, content analysis of the written responses from 
the questionnaire, and analysis of the interview data. The reliability 
and validity of the research instruments and methods are discussed at 
the end of this section. 
Statistical Analysis of the 
Questionnaire Data 
Three statistical techniques were used in the analysis of the 
questionnaire data: Pearson product-moment correlation, stepwise 
multiple linear regression, and comparison of means. These techniques 
and their application in this study are explained below. Further 
explanation of their strengths and limitations is given indirectly in 
Chapter 5 in the reporting of the results of the statistical analysis. 
Pearson product-moment correlation coefficients were used to 
answer the first three research questions concerning relationships 
between overall job satisfaction and each of the maior ''overal |"! 
variables. Mouly (1978:284) described the following limitations of 
correlation coefficients: 
First the index is relatively imprecise, it.e., it fluctuates 
widely in repeated random sampling. Correlation coefficients 
are also affected by the homogeneity of the data: the smaller 
the range of the variable (or variables) over which the 
correlation is calculated, the lower the correlation tends 
to be. . . . The actual correlation between two variables 
would also be underestimated by the product-moment correlation 
when the relationship between the two variables is not linear 


as required for the proper use of r. 


He emphasized that correlation is a simple descriptive technique that 
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cannot be used to establish causation between two variables. In spite 
of these limitations, Mouly (1978:287) made the following statement 
in favor of correlational studies: 
There 15°... = 2 growing feeling that correlational studies witn 
their greater flexibility are what education in its present 
state of development needs if it is really to solve its more 
significant problems. Actually, correlation between naturally 
occurring variables or events is a powerful exploratory tool 
ideally suited to provide important leads in the discovery of 
the 'cause' of phenomena. 
Because the main purpose of this study was to explore the extent to 
which overall job satisfaction is directly related to perceptions of 
overall school effectiveness, leader effectiveness, and level of 
influence, the correlation technique was quite appropriate for 
investigating these relationships. Thus, Pearson product-moment 
correlation coefficients were used to determine the strength and 
direction of the relationships put forward. 

Stepwise multiple linear regression, a statistical technique that 
is related to the correlation technique, was used to determine which 
facets or variables are the best predictors of overall job satisfac- 
tion, overall school effectiveness, and overall leader effectiveness 
(Questions 5, 6, and 7, respectively); also, this technique was used 
to determine which bases of influence contributed most to overal] level 
of influence (Question 8). The new SPSS regression procedure, an 
"incremental'' stepwise procedure, was used. Weiss (1976: 332) 
explained this procedure in the following statement: 

The incremental stepwise procedure works from the ‘bottom up.' 

Beginning with no predictor variables in the regression 

equation, variables are added which have the highest relation 

ship with the criterion, es indicated by their partial 
correlations with the criterion. As variables are added, the 


multiple correlation is recomputed at each step until increments 
in R become no longer significant. 
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In this way, only the variables that significantly predict the 
criterion are included in the regression equation. As in the other 
statistical techniques described, the greatest limitation of stepwise 
multiple linear regression is that ''deviations from linearity will 
reduce the predictability of the criterion from the chosen subset of 
predictions" (Weiss, 1976:332). In spite of this limitation, this 
technique was deemed the most appropriate to determine the best 
predictors of overall job satisfaction, school effectiveness, leader 
effectiveness and level of influence. 

Comparison of means was used to determine the extent to which 
overall job satisfaction was related to organizational characteristics 
Giesehoolseand personal’) characteristics of principals. (Question 4): 
The respondents were grouped using selected characteristics as the 
independent variable so that the means of overall job satisfaction 
of the groups could be compared and substantial differences could be 
reported. 

Finally, Pearson product-moment correlation coefficients were used 
to measure the strength of relationships between selected facets of 
OD Satisfaction and selected criteria or bases of school effective- 
ness, leader effectiveness and level of influence (Questions 9, 10 
and 11). The purpose of this analysis was to gain further under- 
standing of the relationships hypothesized between the major variables 
and of the nature of the major variables, particularly overall job 
satisfaction. The variables were selected for this analysis after all 


other data analysis had been completed. 


. _ — 
“omit onibay Wt tle (ODP 
sullen inte MA - emit ts geal 
| of bine 4, ni} caatt a ane iia’ 


: 9 , =) * SCs \ se ; 120" @ aout 
7 
; ; ‘5 uy chit @ ore or hin al 


en: <sns -ecial) oe 


_ i oral Meo cD aa ome 
i 
jai pss Say Vigne. '6 
5 iat pel tas 4 4 
er iia ee ee yes 
em»tea %Z : led: GR. dW Pe te See 404, viet 
no o6 a 
‘pe a wow randh cae 
7 é air daay @ stieltev 


ad &! ue, OEE 


i" fee > ca Sar sae tow git 

bs ei cater’ UiMy rd abl 2 

7 i bac Sid (4d ae uane Nai ane oot | 
on Te a ee ee | voul 
VN efeb rl i» ttedin ea ois 9 es LL 


ii éq io A? Re ee Cima aL hen 
Aves (elie ti tee ; aoe oo 2 


A GS Bla wietiee into peak wise etl . “ 7 
a n 


7 5 ries - % 4, 
lepe: * _ 
a 


Oz 


Content Analysis of Written Responses 
ET = ED Pay fe EEE @ eae carer RE et eC 
from Questionnaires 


Indicators of school effectiveness. Question 16 in the School 
Effectiveness instrument required a written response in the form of a 
list: ''ln your opinion, what are the three most important indicators 
(from those above or others) of the effectiveness of a senior high 
school?'' To collapse the many indicators of school effectiveness into 
a compact, usable summary required a technique that would identify a 
set of categories with the frequencies of responses under these 
categories. Content analysis is a technique designed for analyzing 
verbal communications and, according to Travers (1969:228), ''the 
traditional method of undertaking content analysis is that of 
counting the number of times that particular idea or words are 
presented.'' This traditional method of content analysis was appropriate 
to effectively summarize the indicators of school effectiveness listed 
by the principals. 

In responding to this question, principals could choose indicators 
of school effectiveness from the fifteen items in the School Effective- 
ness instrument. Therefore, the fifteen items served as categories 
(among others) in the content analysis. In the first review of all 
the responses, the frequency of response under each of the fifteen 
"original'' categories was determined, the frequency under ''No Response'! 
was determined, and some new categories were identified. The second 
review of all responses began with these new categories and, as the 
review advanced, new categories were created. If a particular response 
obviously expressed the same idea as one of the categories then it was 


counted under that category; if it expressed an idea that was different 
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than any of the existing categories, then a new category was created; 
in many cases actual responses became categories. Thus, the two 
reviews of all responses produced two separate tables of frequencies: 
(1) frequencies under the original effectiveness items as categories, 
and (2) frequencies under the new categories identified in the content 
analysis. This content analysis was quite straight-forward because 
very few responses were difficult to interpret and categorize. The 
indicators of school effectiveness were expressed in simple phrases or 
well-known terms by most respondents. 

The final step in this analysis was to compare the two tables of 
frequencies produced from the first and second review. By comparing 
the categories in the tables, similar categories were identified and 
then combined or collapsed; all categories were combined with similar 
categories or listed separately to produce a third table of fre- 


quencies. 


The additional comments. The content analysis of the written 
responses to the final question on the questionnaire was not as simple 
or straightforward. In the final section, ''Additional Comments,'! 
forty-three (27 percent) of the principals responded to this request: 
"Please add any comments that you wish to make on the topics of job 
satisfaction, leader effectiveness, level of influence, and school 
effectiveness, as these relate to the role of senior high school 
Principals."' After a careful review of al] responses It was evident 
that a simple categorization and frequency count would not adequately 
describe the data. Many of the respondents expressed personal feelings 


and opinions in descriptive terms which could not be justifiably 


cacy ey — 


- 
: : ; _ 
7 a i. 7 | 
— = uae = pou open i S par ee | ’ 
7 4 _ ss 2 ee 
a at a ~ ig . bu (HA@ues »* any 


— | 
Pa ae 8 af 7 
gave Claas “o) DGD Slennure Im) ae tw 


aa if a 
rT et el Lpr iba ot abil eet ’ it ; 


ey -_ 
? wy o> Idivunine) ©3560 att Vato Tera ne 


; a 
Vil. pling ano’ Clay ems lem jimbh elnP- ethzyis 
a 


on Cave init oat ‘a get om ovine fepeerent ant oe 4 
T 9 oa bee Che | Veepdae) 46 eoiet in 
om li ae ae Ve CARS mannite! - 
i DY ‘ ioe Fl ar! Wiese anh? adh 
ar Wy ues ey 1ST? 8 tT (eerere 3508 
) “48 4 iJh4 Go 8 ani vega ioe 
. =  6ni 4 obra “OOD :eeldel Sree jam! das 
— ‘ : -— « GT@7p*neke Sua 42 inl 
én 
i pu UA (i lt) ete SI geen 
2 wip as (ieilwil at, Sine ntetne “th 
nf “ant Sn. ie see ives at Fal oot 
bq. ante J fot 0 Sen Tis 4) eee Gee | 
7 We a 
| SS asienrce thea? Deum teed? ee mie). eeisaae 


5 


or hae orignal it) te ong fell ey heats 26 oF 
_ ab i ee aa ‘ue hep <9 1 Tee “tie ot VER he Se ig De A, \— 


_ Ol OTRb yesh 0%? ee Tas a mors we ‘sai 


cir | Sxty a: re ee 


| 
. 


aa 


104 


reduced to a simple category or heading. Therefore, the data were 
grouped into a few sections to make them more manageable, but in such 
a way as to not reduce their descriptive quality. 

The data were grouped under the following headings: Job Satis- 
faction, School Effectiveness, Principal Effectiveness, Level of 
Influence, Role of the Principal, and Other Comments. These headings 
were chosen after a careful review of the data suggested that most of 
the comments were related to either one of the major variables or to 
the role of the principal—the term ''principal effectiveness'' replaced 
"leader effectiveness'' because it was used by most of the respon- 
dents. The frequencies of responses under these headings were 
Summarized in a table. 

Once the responses were grouped, further analysis was carried out 
to determine the nature of the data under each heading. The analysis 
focused on the comments which provided insights particularly useful 
in understanding the nature of the major variables. The comments 
which more richly described job satisfaction or dissatisfaction were 
listed independently. The comments on school effectiveness, principal 
effectiveness, level of influence, and the role of the principal (and 
"Other Comments'') were summarized in paragraph form to outline the 
general nature of the comments and the frequency of particular comments. 
Once again, useful descriptions of the major variables were recorded 


independently. 


Validation procedures. To increase the validity and reliability 
of the data analysis, the methods used to analyze the two sets of 


verbal data were reviewed in detail by a doctoral student in educational 
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administration. During this review, many examples were drawn from the 


data so that their usage could be examined critically. 


“Interview Data 

A careful study of the ten transcriptions of the recorded inter- 
views revealed that content analysis and frequency counts would not be 
suitable. To reduce the qualitative descriptions of the major 
variables would contradict the purpose of conducting the interviews. 
Some of the responses describing the following variables were edited 
and reported to demonstrate the nature and quality of the responses: 

ley sources of dreatestyjob Satisfaction (Question 1 (a)): 

2e sources of greatest dissatisfaction (Question 1 (b)): 

3. meaning of ''sense of accomplishment as an administrator'! 

(Question | (c)); 

i. 6 definition of leadership (Question 2); and 

5. factors contributing most to level of influence (Question 5). 
From analysis of each of these five sets of data, five lists of 
"observations'' were written as a way of summarizing the researcher's 
interpretation of the data. 

in Questions 3 and 4, the principals had been asked to compare 
variables quantitatively, to describe the degree to which one variable 
was an indicator of another. Because they found these questions 
difficult to answer, and in some cases could not answer, there were 
few quantitative results to report. The analysis of these data was 
reported in such a way as to demonstrate the difficulty that 
principals had in responding, as well as providing the few quantitative 


results. 
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Validity and Reliability 

The main purpose of the free response questions on the question- 
naire and the interviews was to collect additional information related 
to the major variables. These techniques also increased the validity 
and reliability of the research methodology. Having a second 
researcher review the methods for analyzing the verbal responses was 
seen as a way of increasing the validity and reliability of the data 
analysis. The discussion below is more specific in describing the 
validity and reliability of the research instruments and data. 
Validity of the Questionnaire 

Development and Data 

In Locke's (1976:1337) terms, content validity involves "the 
logical relationships between the conceptual definition of the concept 
or phenomenon being measured and the methods used to measure it (e.g., 
the particular content of the questions asked of the subject)<\™ Three 
factors contributed to the content validity of the questionnaire: 
(1) as already noted, at least six experts in theory and research 
and/or educational leadership were consulted in the development of the 
questionnaire; (2) a pilot study was carried out among six graduate 
students in educational administration who were high school principals; 
and (3) the researcher who developed the questionnaire had five years 
of experience as a high school principal. 

According to Mouly (1978:190), ''the validity of questionnaire 
data depends in a crucial way on the ability and willingness of the 
respondents to provide the information requested.'' Five factors 


contributed to the validity dependent upon the ability and willingness 
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of the principals to answer the questions: 

1}. the steps taken in developing the questionnaire removed 
some ambiguity from the directions and questions; 

2. the high school principals of Alberta were quite highly 
educated and, therefore, capable of understanding the questions and 
expressing themselves; 

3. the questionnaire was specifically related to the personal 
thoughts, opinions, and feelings of the principals—therefore, it 
should have been more interesting and they did not have to seek 
information from external sources; 

4. complete anonymity was guaranteed and care was taken to 
emphasize this to the principals; and 

5. through statements made in the covering letter, through the 
quality of printed materials mailed to principals, and through the 
promise to provide a written report to all respondents, an effort was 
made to make the study appear worthy of their participation. 
Reliability of the Instruments 

in the Questionnaire 

In explaining the term "reliability" Travers (1969:156) stated 
that '"'a useful [reliable] measuring instrument is one in which the 
variability produced by errors in measurement is small compared with 
the variability of the objects measured.'' Because the error portion 
of scores cannot be separated from the ''true'' scores, indirect methods 
must be used to measure reliability. The ''split-half'' technique is 
commonly used to measure indirectly the reliability of measuring instru- 


ments. Travers (1969:158) explained this split-half technique: 
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When only one form of a test exists . . . one can regard the 
items of the test as consisting of two separate tests, each of 
half length. One can, for example, consider all the even- 
numbered items as one form of the test and all the odd-numbered 
items as another. If the test is highly reliable, then the 
scores derived from one half of the items should be highly 
correlated with the scores derived from the other half. 


This odd-even split was used to test the reliability of the instru- 
ments in the questionnaire. 
The following Gutman Split-Half coefficients were determined on 


an odd-even split of the items in the four instruments: 


1. Job satisfaction items OFI5 
2. School effectiveness items 0.90 
3. Leader effectiveness items 0287 
4, Level of influence items Op ec 


All except the Level of Influence instrument proved to be highly 
reliable. 
Validity of the Interview Schedule 
and Data 

The same factors which contributed to the content validity of the 
questionnaire development and data also contributed to the validity of 
the interview schedule and data: (1) three professors were consulted 
in the development of the schedule; (2) a pilot study was carried 
out among three of the graduate students who had taken part in the 
pilot study of the questionnaire; and (3) the researcher who developed 


the interview schedule had five years of experience as a high school 


Crinctpala, Also, similar factors contributed to the validity dependent 


upon the ability and willingness of the principals to speak openly in 


the interview: 
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1. the steps taken in developing the interview schedule and 
during the interview removed some ambiguity from the questions; 

2. the interview respondents were quite highly educated and 
experienced and were therefore capable of understanding the questions 
and expressing themselves; 

3. the interview was specifically related to the personal thoughts, 
opinions, and feelings of the principals and it took place in their 
office: therefore it should have been more meaningful and interesting, 
and the principals did not have to seek information from external 
sources; 

4. complete anonymity was guaranteed and care was taken to make 
principals feel secure about this; and 

5. the researcher tried to establish a trusting, relaxed 
relationship with each principal before the actual interview was 
recorded; the researcher's experience as a principal was very helpful 


in establishing a good rapport. 


Summary 

A questionnaire was developed to collect data from the population 
Of senior high school principals in Alberta. The first two Sections 
of the questionnaire sought to describe organizational characteristics 
Gf the schools and personal characteristics of the principals. The 
Job Satisfaction instrument, based on a section of Rice's (1978) 
questionnaire, contained thirty-five facets of job satisfaction and 
one item to measure overall job satisfaction. The other three instru- 
ments, developed from the literature, contained fifteen criteria of 


school effectiveness, ten criteria of leader effectiveness and seven 
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bases of influence: these instruments also contained single items to 
measure Overal] school effectiveness, leader effectiveness and level 
of influence. Another type of question in the School Effectiveness 
instrument required an open written response in which principals 
listed what they believed to be the most important indicators of high 
school effectiveness. Six-point rating scales with no neutral point 
were used in the instruments to measure job satisfaction, school 
effectiveness and leader effectiveness; a four-point scale was used in 
the Level of Influence instrument. A single question at the end of 
the questionnaire invited respondents to express any concerns or 
opinions. 

Ten principals—a stratified ramdom sample of volunteers— 
participated in a semi-structured interview that provided data to 
clarify or enrich the questionnaire data. The five major questions 
in the interview schedule, derived from the statistical and content 
analysis of the questionnaire data, sought to gain further insight 
into the nature of each major variable. 

After the pilot test and after permission was obtained from the 
appropriate authorities, the questionnaire was distributed to the 
population (155) of senior high school principals. A ''follow-up!"' 
letter helped to bring the final response rate to 88 percent, with 
86 percent being used in the data analysis. 

Descriptive statistical methods—correlational analysis, linear 
regression analysis and comparison of means—were used to examine the 
relationships between overall job satisfaction and the three role 


perceptions, to identify the best predictors of each major variable, 
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and to identify relationships between overall job satisfaction and the 
organizational and personal characteristics. Content analysis was 
used to analyze the lists of most important indicators of school 
effectiveness and the ''additional comments.!! 

In analyzing and reporting the interview data, care was taken not 
to reduce the descriptive quality of the responses. Approximately half 
of the responses to each question were edited and reported as 
examples. Lists of ''observations'' were used to summarize the 
researcher's interpretation of each complete set of responses. 

Using free response questions, collecting additional information 
in interviews, and having a second researcher review the methods for 
analyzing the qualitative data were viewed as ways to generally increase 
the validity and reliability of the research methodology and data 
analysis. At teast eight factors (discussed in this chapter) 
contributed to the content validity of the questionnaire. To test 
the reliability of the instruments in the questionnaire, Gutman Split- 
Half coefficients were determined on an odd-even split of the items 
in the four instruments: all except the Level of Influence instrument 
proved to be highly reliable. 

The same factors which contributed to the content validity of the 
questionnaire development and data also contributed to the validity 


of the interview schedule and data. 
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CHAPTER 4 


Profile of the Respondents 


This chapter presents a profile of the 133 principals who 
responded to the questionnaire and the ten principals who were inter- 
viewed. The profile of the respondents is a report of two major sets 
of characteristics—(1) organizational characteristics of the schools, 
and (2) personal and professional characteristics of the principals. 
The profile of the interviewees is a brief, general description of 
their professional characteristics and the characteristics of their 


schools. 


Organizational Characteristics of the Schools 
The frequency and percentage frequency distribution of three 


organizational characteristics are reported in Table 4.1. 


School) Setting 

Almost one-half of the high schools were city schools. Approxi- 
mately one-third were town schools and apnroximately one-quarter were 
rural schools. One respondent checked the term ''0ther'' and described 


hs; her school as “suburban.” 


Type of School System 
The respondents were quite evenly distributed among the four 
types of school systems in Alberta. Approximately one-third of the 


respondents were principals in public school districts, slightly fewer 
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Table 4.1 


Frequency and Percentage Frequency Distributions of 
Organizational Characteristics of Schools 


— 


Characteristics f % 


School Setting (N = 132) 


City / Wa 2% 
Town 43 aa 
Rural 31 LES) 
Other 1 ORG 
Type of School Setting (N = 131) 
PublHe District ku 33.6% 
County 38 29.0 
Division 30 HES) 
Separate District 19 14.5 
Grades in School (N = 132) 
eile hh 32.62 
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in county school systems, almost one-quarter in school divisions, and 


the smallest proportion were principals in separate school districts. 


Grades in Schools 

Forty-four percent of the respondents were principals of senior 
high schools containing Grade 10 to Grade 12 and 33 percent were 
principals of junior-senior high schools containing Grade 7 to 
Grade 12. Twenty percent were principals of schools containing 
Grade 8 to Grade 12 or Grade 9 to Grade 12. Two respondents were 
from schools containing Grade 8 to Grade 11. 
Number of Students and Professional 

Personnel 
The frequency and percentage frequency distributions of the 


number of students and professional personnel are reported in Table 4.2. 


Number of students. Fifty-eight percent of the respondents 
reported school enrollments of less than 500. Twenty-one percent 
reported enrollments of 500 to 999 and just under 20 percent reported 
enrollments of 1,000 to 1,999. Two respondents reported enrol|ments 


of 2,000 or more. 


Number of full-time equivalent teachers. Thirty-eight percent 
of the respondents reported staff sizes of less than twenty-five and a 
similar percentage reported staff sizes of twenty-five to forty-nine; 
thus, almost 80 percent of the respondents worked with a staff of 


less than fifty full-time equivalent teachers. 


a am 
a. 
Ss ar 
‘Win sane! bs WORE BD Flv oe a oe 
sis) vd -'8l oul CEES oer 


i: ae 7 7 


= cage) eRe’ tadisngnt 


- |— Shae Ea i esus 
: ys’ So. pias el peabaert ae jie ay Sane way 
— sot ie 
@ reves ee oe ; a i hy wenneanaie) isle oe vo! 
i) bowen a hnedo cmb to eter 2 ag | 
bend Sioue 
P } jen Sag @ v a ate 
; a 4 be uA mies ot = gue 
ee 
_ 
hi nh (hona i pe ee Aaa ; 
| ole Dare ann’ Se 
' 9 ip Dia Ite > super 
: j pe Se ‘usbole te 
joo . te a — vil 
af E 7 a | 1 < 
ey @ i a ae A 
: 
; 4 a ee " i WVagie 
; 
; 
[ae 
“et = 7 ~ it. Mery ‘ut > @ pti is niin mlb 
- Jay a - nae on 
: ; Tt 1) ee ‘19 nage? CinsknagegE Ht 
' : a —_ 
‘8 San » We ae LE liste) tongs id im teotmp 1 
! : = 
: ; in, Op CW wt s'd em GOS fee G ee ‘ante . 
- é . = _ 


: — 
a one ee a a 


- 
“2 
= 


Table 4.2 


Frequency and Percentage Frequency Distribution of 
Number of Students and Professional 
Personnel in Schools 


Number of Students and Professional Personnel f 


oe 


Number of Students (N = 127) 


Less than 500 13 5/254 
500" = 999 tagf TNS 
1,000 - 1,499 13 10.2 
19500 -" 1,999 12 9.4 
2,000 or more 2 leG 


Number of Full-time Equivalent Teachers (N = 131) 


Less than 25 50 Borie 

25 - 49 5 38.9 

50/48 16 Ie 

{psy she) 1] 8.4 

100 or more 3 23 
Number of Vice-Principals (N = 133) 

Zero 6 4.52 

1 62 46.6 

W) 46 34.6 

4 16 ZO 

h 3 PRS 
Number of Department Heads (N = 127) 

Zero 64 50.4% 

Teed 15 ets 

9 38 29.9 

LORoremore 10 7.9 
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Number of vice-principals. Six respondents reported that there 


were no vice-principals in their school. Forty-seven percent of the 


respondents reported one vice-principal, 35 percent reported two and 


14 percent reported three or four. 


Number of department heads. Fifty percent of the respondents 


reported that their school had no department heads. Twelve percent 
reported one to four department heads, 30 percent reported five to 


nine, and 8 percent reported ten or more. 


Pupil-Teacher Ratios 

The pupil-teacher ratios of 126 high schools were calculated: 
the frequency and percentage frequency distributions of the pupil- 
teacher ratios are reported in Table 4.3. The ratios ranged from 
Pels|etoe23e321 with a mean of I4¢4<1. Thirty percent of the 


Scnools had a ratio less than 10.0: and 13 percent had 4 ratio of 


zZ20:1 or more. 
Tablliew 4.3 
Frequency and Percentage Frequency Distribution 


of Pupil-Teacher Ratios (N = 126) 


Pupil-Teacher Ratios if % 
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Personal and Professional Characteristics 


of the Respondents 


The distributions of gender, age, years of professional 
experience, and formal training in educational administration of 


the respondents are reported below. 


Sex of Respondents 


Six (4.5 percent) of the 133 respondents were female. 


The frequency and percentage distribution of the age of the 
respondents are reported in Table 4.4. Over 70 percent of the 
principals were thirty to forty-nine years old and 28 percent 
were fifty or older. No principals were younger than thirty and 


only four were sixty or older. 


Table: 424 


Frequency and Percentage Frequency Distribution 
of Age of Principals (N = 133) 


Age , A 
30. - 39 38 20262 
4o - 49 58 43.6 
BQ = 59 33 24.8 
60 or older in caa0 


a a ER 


Years of Experience in Principalship 
The frequency and percentage frequency distributions of years in 
present position, years in prior principalship, and total years in 


principalships are reported in Table 4.5. 
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Tables tr. 5 


Frequency and Percentage Frequency Distributions 
of Years of Experience in Principalships 
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Years of Experience iF i” 


In Present Position (N = 132) 


| 1] Sra 
2 16 \ | 
3 20 L5az 
4 14 10.6 
Bee 9 Zo ye 
10 or more 48 B6u3 
lar erior Principalship (N = 130) 
0 4g By eho 
eqedh 33 2508 
pares, 32 24.6 
10 or more 16 123 
Total Years in Principalship. (N = 132) 
1 5 Bieter 
2 i 5 
3 10 7.6 
iF 4 3.0 
ean) 50 Wess) 
10 or more 56 42.4 
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Years of experience in present position. hOntTY-si™ 
percent of the respondents had fewer than five years of experience 
in their present position, with 8 percent reporting one year 
of experience. Thirty-six percent reported ten or more years of 


experience. 


Years of experience in prior principalship. Thirty-eight 


percent of the respondents did not have a prior principalship. 
Fifty percent reported one to nine years of experience in their 


Hrror pPrincipalship. 


Total years of experience in principalships. Only five percent 
of the respondents were in their first year as a principal, compared 
to eleven (8.3 percent) who were in the first year of their 


‘present position'' as a principal. Thirty-eight percent had five to 
nine years of experience in principalships and 42 percent had ten 
or more years of experience. 
Position Prior to Becoming 
a Principal 
The frequency and percentage frequency distribution of the 
positions held by the respondents prior to becoming a principal 
are reported in Table 4.6. Sixty-seven percent of the respondents 
were vice-principals and 16 percent were teachers before becoming 
a principal. The twelve other positions listed in the table were 


reported by the remaining 17 percent of the respondents. 


The frequency and percentage frequency distribution of the number 
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Table 416 


Frequency and Percentage Frequency Distribution 
of Position Prior to Becoming a Principal 


Oh 1), 


Position Prior to Becoming a Principal f 


oe 


Vice-Principal 89 66.9% 
Teacher 21 15.8 
Assistant Superintendent 6 4.6 
Department Head 3 es 
Supervisor Z 1 
Guidance Counsellor Z. hap 
Superintendent | 0.8 
Director of Special Education l 0.8 
Special Education Psychometrician 1 0.8 
Instructor-Officer, RCN l 0.8 
Administrative Intern 1 G68 
Director of Student Service (College) 1 0.8 
Entrepreneur l 0.8 
Student 1 0.8 
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of years that the eighty-nine respondents served as vice-principals 
are reported in Table 4.7. Sixty-one percent of these respondents 


served one to four years as vice-principals before becoming principals. 


Tab leu 


Frequency and Percentage Frequency Distribution 
of Years as a Vice-Principal (N = 89) 


SS  —EeEeEeEeeeeeeoqnananananananaeeeeeSSSS eS 
SS a SSS 


Years as a Vice-Principal f % 
oe 2 4h b0a7 2 
seas, 26 TAS is 
10 or more 9 eg 


Long-term Career Aspirations 

The frequency and percentage frequency distribution of the long- 
term career aspirations of the respondents are reported in Table 4.8, 
Fifty-five percent of the respondents did not aspire to another position 
other than the principalship. Twenty-five percent aspired to the 
position of superintendent or assistant superintendent, 6 percent 
aspired to a position in the Department of Education, and 5 percent 


to university teaching. 


Post-Secondary Education 
The frequency and percentage frequency distribution of three 
characteristics of the post-secondary education of the respondents 


are reported in Table 4.9. 


Years of post-secondary education. Fourteen percent of the 


respondents had one to four years of post-secondary education and 
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Table 4.8 


Frequency and Percentage Frequency Distribution 
of Long-term Career Aspirations (N = 128) 


Career Aspiration f % 

Principal 70 54.7% 
Superintendent 21 16.4 
Assistant Superintendent 12 9.4 
Position in Department of Education 8 62 
University Teaching 6 Wey 
Central Office Consultant 4 554) 

Undecided 4 oho) 

Guidance Counsellor 1 0.8 
Higher Education Administrator 1 0.8 
Entrepreneur 1 Ome 
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Table 4.9 


Frequency and Percentage Frequency Distribution 
of Characteristics of Post-Secondary 
Education 


——— 
rece ee EEE 


Characteristics f % 


Years of Post-Secondary Education (N = 132) 


1-4 18 13.6% 
5 32 py) 
6 74 56.1 
7 or more 8 6.0 
Graduate Courses in Educational 
Administration (N = 132) 
No Courses 14 10267 
Some Courses 37 28.0 
Diploma 24 1832 
M.Ed. 56 h2.4 
Pars Die ] 0.8 
Present Enrollment in Educational 
Administration Courses (N = 133) 
No Was G2e5% 
Yes, Winter 9 6.8 
Yes, Summer l 0.8 
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6 percent had seven or more. Eighty percent had five or six years 


of post-secondary education. 


Bre diate courses inveducat (ene lvadministration. “Eleven percent 
of the respondents reported that they had not completed any courses in 
educational administration. Twenty-eight percent had completed some 
courses and 61 percent had completed a Diploma or M.Ed. in educa- 


tional administration. 


Present enrollment in educational administration courses. Ninety- 
three percent of the respondents reported that they were not enrolled 


in any educational administration courses. 


Profile of the Principals in the Interview Sample 

The frequency of four organizational characteristics of the ten 
schools of the interview sample are reported in Table 4.10: setting of 
school, type of school system, grades in school, and number of full- 
time equivalent teachers. 

The smallest school was a city school with fifteen teachers on 
staff. The largest school was a city school with fifty-nine teachers 
Ciestattar inesthree largest schools were in three different (cities: 

The principals in the interview sample—two women and eight men— 
were educators with at least twenty years of professional experience. 
All interviewees had been principals, in their present position, for 
at least five years and some had been in the position for more than 


ten years. 
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Table 4.10 
Frequency of Organizational Characteristics of Schools 
of Interview Sample (n = 10) 
Characteristics f 
Setting of School 
City 8 
Town Za 
Grades in School 
G Sar 6G 12 1 
G Sc Mele 2 
Cee WE Oh eR en ps yi 


Type of School System 


Pub licaDdistrrct 4 
Separate District 3 
County 3 


Number of Teachers (F.T.E.) 


Less than 25 
25m 49 


50 or more 3 
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Summary 


Almost one-half of the questionnaire respondents were principals 
of city schools and more than 40 percent were principals of senior 
high schools containing only Grade 10, 11 and 12. Almost 60 percent 
of the respondents were principals of relatively small schools con- 
taining fewer than five hundred students. 

Only six of the questionnaire respondents were women and 70 
percent were thirty to forty-nine years old. More than one-half of 
the respondents had five or more years of experience in their 
present position. Almost 70 percent had been vice-principals before 
becoming a principal. More than one-half wished to remain ina 
principalship and over 60 percent had a Diploma or M.Ed. in educa- 
tional administration. 

The ten principals in the interview sample were experienced 
educators and administrators in small to quite large high schools. 
Eight of the interviewees were principals in one of three different 
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CHAPTER 5 


Analysis of the Questionnaire Data 


This chapter presents the analysis of the questionnaire data in 
Mvermajor Sections. “Ini the first section, theslevels of “each major 
Vaniablemande the statistical testing of \the relationships being 
examined between overall job satisfaction and overall school 
effectiveness, leader effectiveness, and level of influence are 
reported. Relationships between overall job satisfaction and 
selected organizational and personal characteristics are reported 
bn the secondssection. In the’ third section, the best predictors of 
each of the four major variables are presented. The content analysis 
of the data listing important indicators of school effectiveness is 
also described in this section. The description of the relation- 
ships among selected facets of job satisfaction and selected criteria 
or bases of school effectiveness, leader effectiveness, and level of 
influence follows. The final section reports the analysis of the 
responses in the open-ended section. 

Relationships between Overall Job Satisfaction and 
Overall School Effectiveness, Leader Effectiveness 
and Level of Influence 

The data describing the levels of overall job satisfaction, 
school effectiveness, leader effectiveness, and level of influence 


are reported and discussed before the statistical testing of the 


relationships among them. 
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Overall Job Satisfaction 

All respondents rated their overall feeling of job satisfaction 
on a six-point scale ranging from highly dissatisfied to highly satis- 
fied. The frequency and percentage frequency distribution of their 
responses are reported in Table 5.1. No respondents were highly or 
moderately dissatisfied and only three percent were slightly dissatis- 
fied. Thirteen percent were slightly satisfied. Thus, 84 percent of 
the respondents expressed moderate or high overall] satisfaction with 


their job; 39 percent were highly satisfied. 


Table 5.1 


Frequency and Percentage Frequency Distribution 
of Level of Overall Job Satisfaction 


Level of Overall Job Satisfaction Code f Z 
Slightly Dissatisfied 3 320% 
Slightly Satisfied h 17 1258 
Moderately Satisfied 5 60 ho. 
Highly Satisfied 6 52 led 


N = 133; Mean = 5.20 
Overalilpschool Effectiveness 

All but one of the respondents rated the overall effectiveness of 
their school on a six-point scale ranging from highly ineffective to 
highly effective. The frequency and percentage frequency distribution 
of their responses are reported in Table 5.2. No respondents felt 


that their school was highly or moderately ineffective and less than 
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|] percent felt that it was slightly ineffective. Eight percent rated 
their school to be slightly effective. Thus, 91 percent of the respon- 
dents to this question rated their school to be moderately or highly 
effective overall; 27 percent rated their school to be highly 


effective. 


Table 5.2 


Frequency and Percentage Frequency Distribution of 
Level of Overall School Effectiveness 


Level of Overall School Effectiveness Code i 4 

Slightly Ineffective 3 l 0.8% 
Slightly Effective iH 1] ae S) 
Moderately Effective 5 85 64.4 
Highly Effective 6 BS 26.5 


N = 132; Mean = 5.17 


Overall Leader Effectiveness 

All but one of the respondents rated their overall effectiveness 
as a leader on a six-point scale ranging from highly ineffective to 
highly effective. The frequency and percentage frequency distribution 
are reported in Table 5.3. No respondents rated their leadership to 
be highly, moderately, or slightly ineffective, and 13 percent rated 
it to be slightly effective. Thus, 87 percent of the respondents 
rated their leadership to be moderately or highly effective; 21 percent 


rated it to be highly effective. 
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Table 5.3 


Frequency and Percentage Frequency Distribution of 
Level of Overall Leader Effectiveness 


ns ceergpereeeeeneeeemeenee meee ee 
—————————— 


Level of Overall Leader Effectiveness Code e Zs 

Slightly Effective in 17 ace 
Moderately Effective 5 87 65.9 
Highly Effective 6 28 D Aree 


N= 132. Mean = 5.08 
Overall Level of Influence 

All but four of the respondents rated their overall level of 
influence on a four-point scale ranging from no influence to a high 
level of influence. The frequency and percentage frequency distribu- 
tion of their responses are reported in Table 5.4. No respondents 
felt that they have no influence or a slight level of influence. 
Thus, all respondents to this question rated their level of influence 


as moderate or high; 37 percent rated it as high. 


Table 5.4 


Frequency and Percentage Frequency Distribution of 
Overall Level of Influence 


Overall Level of Influence Code f vA 
Moderate Level of Influence 3 8] 62.8% 
High Level of Influence 4 48 Bie 
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Relationships among Overall Job Satisfaction 
and Perceptions of the Role 


Testing of the strength and direction of the relationships among 
overall job satisfaction and perceptions of overall school effective- 
ness, leader effectiveness and level of influence is described in this 
section. The Pearson correlations between the overall scores of each 


of the four major variables are reported in Table 5.5 


Table 5.5 


Pearson Correlations between Overall Scores 


] » 3 4 
lee Overall Job Satistaction 
2. Overall School Effectiveness 47 
(132) 
3. Overall Leader Effectiveness 0.40 OSS! 
(132) (isa) 


4h. Overall Level of Influence 


Question 1. To answer Question | required examination of the 
extent to which overall job satisfaction of high school principals is 
related to their perception of their school's overall effectiveness. 
As indicated by the magnitude and sign of the Pearson product-moment 
correlation (0.47), overall job satisfaction is directly and sub- 
stantially related to perceived overall school effectiveness. Overal] 
school effectiveness was the variable most highly related to overal] 


jobssatisfaction. 
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Question 2. To answer Question 2 required examination of the 
extent to which overall job satisfaction of high school principals is 
related to their perception of their overall effectiveness as a leader. 
As indicated by the Pearson product-moment correlation (0.40), overall 
job satisfaction is directly and substantially related to perceived 


leader effectiveness. 


Question 3. To answer Question 3 required examination of the 
extent to which overall] job satisfaction of high school principals is 
related to their VETTE atin overall level of influence. As 
indicated by the Pearson product-moment correlation (0.32), overall 
job satisfaction is directly and substantially related to perceived 
level of influence. This relationship was the weakest of the relation- 


ships examined in these three questions. 


Other important relationships among the major variables. Under- 
lying the conceptual framework of this study was the position that 
school effectiveness and leader effectiveness of the principal are 
related and that leader effectiveness and the leader's level of 
influence are closely related. This position was supported by the 
Pearson correlations between each of these two sets of variables. The 
Pearson product-moment correlation between overall school effectiveness 
and overall leader effectiveness was 0.51, indicating a strong, direct 
relationship. The correlation between overall] leader effectiveness and 
overall level of influence was 0.54, indicating a strong, direct 
relationship—this was expected to be the strongest relationship among 
the major variables because of the very close relationship between leader- 


ship and level of influence described in the review of the literature. 
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Relationships between Overall Job Satisfaction 
and Selected Organizational and Personal 
Ciierac terist res. 

Comparison of means was used to find the extent to which overal] 
job satisfaction was related to selected organizational characteris- 
tics of schools and personal characteristics of principals (Question 4). 
The following organizational characteristics of schools were selected: 
(1) school setting, (2) type of school system. (3) grades in school, 
and (4) size of school. Size of school was represented by four character- 
istics: the numbers of students, teachers, vice-principals and depart- 
ment heads in the school. The following personal characteristics of 
principals were selected: age of principals, years in present 
position, and graduate courses completed in educational administra- 
tion. The relationships between overall job satisfaction and each of 
these selected variables are reported below. 

Overall Job Satisfaction and 
School Setting 

The means of the overall job satisfaction of high school principals 
in rural, town or city settings are reported in Table 5.6. The mean 
of the principals in city schools is substantially higher than the 
means of the other two groups. Thus, the principals of city high 
schools were substantially more satisfied with their job than the 
principals of rural or town high schools. The principals in rural and 


town high schools had the same level of overall job satisfaction. 
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Table 5.6 


Overall Job Satisfaction of Groups Defined 
by. school Settings (N= 132) 


SS a a So peso eee 


School Setting P Mean oe Ue. 


—————————————— ee 


Rural 3] 5.000 0.683 
Town kh 5.068 0-728 
City Oy, 5.42] 02623 
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The means of the overall job satisfaction of hiqh school 
principals in separate or public districts, divisions, or county 
school systems are reported in Table 5.7. Overall job satisfaction 
of the principals was substantially higher in the separate school 
system than that of principals in the division or county systems, and 


Was about the same as) that of principals in the public school districts. 


Table 5.7 


Overall Job Satisfaction of Groups Defined 
by Type of School Svstem (N = 131) 


Type of School System ie Mean Sze 
Separate District 19 5.474 OFelZ 
Publve District ily 5.341 0.834 
Division 30 5033 0.765 
County 38 5.000 0.735 
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Overall Job Satisfaction and 
Grades in School] 


The means of the overall job satisfaction of principals in 
schools with G.7-G.12, G.8-G.12, G.9-G.12, or G.10-G.12 are reported 
in Table 5.8. Overall job satisfaction of principals in schools with 
G.10-G.12 was substantially higher than that of principals in schools 
with G.7-G.12. It was somewhat higher than the overall job satis- 
faction of the other two groups, also, but this comparison was made 
probably less reliable because the frequencies were considerably 


smaller for the two middle groups. 


Table 5.8 


Overall Job Satisfaction of Groups Defined 
by Grades in School (N = 132) 


ee 


Grades in School f Mean Sibe 
are alee hs 4.978 OSS 
iS wy 10 5.200 0.919 
Seae: 18 5.056 0.802 
Oe ae ee Bo) 5.424 07724 


Overall Job Satisfaction and 
Size ait Steinvelen 


The means of the overall job satisfaction of principals in groups 
defined by four different characteristics of school size are reported 
in table 5.9. The levels of overall job Satistaction in the Vvarrous 


groups defined by the four characteristics are compared below. 
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Table 5.9 


Overall Job Satisfaction of Groups Defined 
by Size of School 


Size of School Characteristics f Mean SnD: 


rr 


Number of Students (N = 127) 


Less than 500 is Bel 25 0.744 

5005= 999 27 5.000 0.785 

1,000 - 1,499 13 Beets 0.650 

1,500 or more 14 5.786 0.426 

Number of Full-time Equivalent Teachers (N = 131) 

Less than 25 50 5.020 0.769 

25 = 49 5 52 35 O27 10 

50 - 74 16 Bis AS) Ong 57 

75 or more 14 5.929 O2267 
Number of Vice-Principals (N = 133) 

6 5.167 0.983 

i 62 5.048 Oneal 

2 46 5.304 0.840 

3 or more BS) 5.474 0.697 
Number of Department Heads (N = 127) 

64 5.063 Oo #33 

ia 15 5.400 0.507 

mat 38 5.211 0.905 

(Ac 10 5.800 0.422 
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Number of students. The levels (means) of overall job satisfac- 
tion of two groups of principals—those in larger schools of 1,000- 
1,499 students and 1,500 or more students—were substantially higher 
than the levels in the other two groups of principals—those in 


schools of 500-999 students or less than 500 students. 


Number of full-time equivalent teachers. The level of overall 
job satisfaction of the group of principals in schools with 75 or more 
teachers was substantially higher than the levels for principals in 


the other three groups of schools having fewer teachers. 


Number of vice-principals. There was no substantial difference 
in levels of overall job satisfaction between any of the groups 
defined by the number of vice-principals. The level of the group of 
principals in the largest schools was the highest of the four groups 


but a substantial difference was not detectable. 


Number of department heads. The level of overall job satisfaction 
of the group of principals in schools with ten or more department heads 
was higher than the levels in the other three groups with fewer depart- 
ment heads; also, it waS substantially higher than the group in schools 


with no department heads. 


Summary. This comparison of levels of overall job satisfaction 
of principals in groups defined by the number of students, teachers, 
vice-principals and department heads indicated that the overall job 
satisfaction of the principals in the largest schools was substantially 


higher than that of the principals in the smallest schools. 
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Overall Job Satisfaction and 
Age of Principals 


The means of the overall job satisfaction of principals in groups 
defined by their age are reported in Table 5.10. The overall] job 
satisfaction of principals who were fifty years of age or older was 
substantially higher than that of the voungest group of principals (30- 
39 years), and the job satisfaction of the middle age group (40-49 years) 


was mid-way between that of the youngest and oldest groups. 


Taber 5410 


Overall Job Satisfaction of Groups Defined 
by Age of Principals (N = 133) 


Age f Mean 9D. 
30 - 39 38 5.000 0.735 
ho - 4g 58 5.208 0.833 
50 or older 37 5.405 0.686 


Overall Job Satisfaction and 
Years in Present Position 


The means of the overall job satisfaction of principals in groups 
defined by the number of years in their present position are reported 
in Table 5.11. The overall job satisfaction of principals with five 
or more years was substantially higher than that of principals with 


three or fewer vears in their present position. 
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Tabte, 5.11 


Overall Job Satisfaction of Groups Defined 
by Years in Present Position (N= 132) 


ao te ee ed el ee EE Re ee a POE, LO ey 
a 
Years in Present Position f Mean Byes 


eee ee eee 


] a 4.909 OES) 
2 16 5.063 0.854 
2 20 4.850 0.988 
in 14 Bin bs) 0.864 
hee 225) Boll On] 22 
10 or more 48 Br slele 0.644 


Overall Job Satisfaction and Graduate Courses 
Completed in Educational Administration 


The means of the overall job satisfaction of principals in groups 
defined by the graduate courses that they had completed in educational 
administration are reported in Table 5.12. There were no substantial 
differences between levels of overall job satisfaction; the level was 
somewhat higher for the group of principals who had no courses than 
for the other groups. 


Tale SoZ 


Overall Job Satisfaction of Groups Defined by Graduate Courses 
Completed in Educational Administration (N = 132) 


Courses Completed f Mean S Alle 
No Courses 14 Sols) 0.646 
Some Courses 3) Doe idl Oy 12 
Diploma 24 5.167 0.868 
M.Ed. or Ph.D. by, 5.140 Ce 
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Predictors of the Major Variables 


The best predictors of overall job satisfaction, school effective- 
ness, leader effectiveness and level of influence were identified using 
stepwise multiple linear regression, to provide information relevant 
to Questions 5, 6, 7 and 8 of the thesis. In each case, those variables 
which predicted or contributed more than one percent of the variance 
are listed, although those which contributed less than five percent 
were not considered to be ''important'! by the researcher. Also, those 
facets Of satisfaction, indicators of effectiveness, and bases of 
influence which did not prove to be important predictors are identified. 
In the discussions of the regression analyses, attention is drawn to a 
few facets or items which correlated quite highly with the corresponding 
"overall'' variable but were not ''important'' predictors. 

The content analysis of the verbal data listing ''the three most 
important indicators of school effectiveness'! is reported in the 


section on predictors of school effectiveness. 


Predictors, OT Overall Job Satisfaction 


The six predictors of overall job satisfaction listed in 
Table 5.13 contributed 67 percent of its variance. The best 
predictors were (1) sense of accomplishment as an administrator 
(43 percent), (2) effect of the job on your personal life (an 
additional 14 percent), and (3) working relationships with teachers 
(an additional 5 percent). 


The following facets correlated as highly with overall job satis~- 


faction as did most of the predictors listed in Table 5.13 but they 
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Table 5.13 


Stepwise Multiple Regression Analysis of Facet Satisfaction 
Items as Predictors of Overall Job Satisfaction 


Predictors of Percentage of Change in 
Overall Job Satisfaction Variance % of Variance r 
Sense of accomplishment as Nae u27 43.42% 0.66 


an administrator 


Ertect of the job on your Seale liga 0.6] 
personal life 


Your working relationships 62.26 Fal2 0.49 
with teachers 


Attitudes of parents toward 64.03 Wan7. 0.48 
the school 


Attitudes of teachers 65.76 lee3 0.3] 
toward change 


Relationship with central owas) 1.43 0.26 
office 
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did not contribute more than one percent of the variance in overall 
job satisfaction: 
i recognition by others (re= 0. 55). 


2. opportunities for advancement (r 


i] 
oO 
c= 
Wa) 

w~— 


3. number of hours required to work (r 
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4, social position in the community (r 


Ul 
oO 
= 
= 

~~ 


Bee student Tsphirit. (P=s0,44) seand 
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This situation or phenomenon occurs in stepwise multiple linear 
regression because certain predictor variables are very closely related 
so that the contribution made by one may be included in the contribu- 
tion of another. For example, ''recognition by others'' correlated 
highly with ''sense of accomplishment as an administrator'' but it did 
not appear as an important predictor, because its contribution would 

be largely included in the latter variable. 

Other information relevant to the two best predictors of overall 
job satisfaction is worth noting for discussion later. ''Sense of 
accomplishment as an administrator'' was one of the few facets of job 
satisfaction which correlated quite highly with numerous other facets. 
The facets with the highest correlations were 

1. recognition by others (r = 0.55); 

2. competence of your teachers in handling professional duties 
external to their classrooms (r = 0.49); 

a. statf morale (r = 0.49); 

kh. attitudes of teachers toward change (r=) 0-487) = and 


5. your social position in the community (r = Onal)s 
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The second best predictor, "effect of the job on your personal life,'! 


correlated highly with these facets: 
1. number of hours required to work (r = 0.65); 
Zee eecognitton by others (r= 0656)" 
3. sense of accomplishment as an administrator (r = 0.46); 


4. fringe benefits under the contract (r = 0.46); and 


5. the way in which consultation between board and teachers con- 


cerning working conditions is conducted in your school system (r = 0.46). 


Predietors of Overall School Effectiveness. 


The six predictors of overall school effectiveness listed 
in Table 5.14 contributed 56 percent of the variance of the 
criterion variable. The best predictors of overall school 
effectiveness were (1) the effectiveness of teachers and adminis- 
trators in handling unexpected overloads of work or emergencies 
(31 percent), (2) the effectiveness of teachers and administrators 
in demonstrating a professional and caring attitude (an additional 
1] percent), and (3) the effectiveness in providing students with 


Satisfactory skills in language (an additional 6 percent). 


Important indicators of school effectiveness. When the respon- 


dents listed the three most important indicators of the effectiveness 


of a high school they could choose items from the School Effectiveness 


instrument or list other indicators. The frequency and percentage 


distribution of the important indicators chosen from the instrument 


are reported in Table 5.15. The two indicators chosen most frequently 
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Table 5.14 


Stepwise Multiple Regression Analysis of School Effectiveness 
Items as Predictors of Overall School Effectiveness 


SS —— rr 


—x—_—vC_—— 


Predictors ofr Percentage of Change in 
Overall School Effectiveness Variance m or Variance r 
Effectiveness of teachers and besies 31362 0.57 


administrators in handling 
unexpected overloads of work 
Or emergencies 


Effectiveness of teachers and 42.03 10.67 0.56 
administrators in demonstrating 

a professional and caring 

attitude 


Effectiveness in providing Ves 5.59 0.40 
students with satisfactory 

skills in language (official 

language of instruction) 


Effectiveness in communicating 51.49 320/ 0.51 
clear, acceptable, school-wide 

goals 

Effectiveness of teachers in 54.53 3.04 0.53 


evaluating students according 
to clearly defined standards 
or expectations 


Effectiveness in providing 55.56 103 0.48 
students with satisfactory 
skills in mathematics 
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Table 5.15 


Frequency and Percentage Frequency Distribution of Important 
Indicators of School Effectiveness Chosen from the 
School Effectiveness Instrument (N = 125) 


—_—_—_—_—_— eee ——— ee 


Important Indicators f % 


a a SS 


Effectiveness in preparing student to achieve LO 32207 
successfully in post-secondary institutions 


Effectiveness in preparing students to be Si. 29.6 
responsible citizens 


Effectiveness of teachers and administrators in 29 Dae 
demonstrating a professional and caring attitude 


Effectiveness in preparing students for 21 16.8 
employment after they have completed their 
senior high school program 


Effectiveness in providing worthwhile extra- 10 O20 
curricular activities for students 


Effectiveness of teachers in evaluating students 9 Woe 
according to clearly defined standards or 
expectations 


Effectiveness of formal communication between 8 6.4 
teachers and parents 


Effectiveness in communicating clear, acceptable, V 5.6 
school-wide goals 


Effectiveness in providing students with 6 4.8 
satisfactory skills in language 


Effectiveness of teachers and administrators in 5 4.0 
providing a safe, orderly environment for students 


Effectiveness of teachers and administrators in Bok 
adapting to change 


Effectiveness in linking the curriculum to l 0.8 
school-wide goals ene 
177 141.6%% 


i 


*Total is greater than 100 percent because each respondent chose more 
than one indicator. 
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by the respondents were student outcomes: 32 percent chose the 
effectiveness of their school in preparing students to achieve 
successfully in post-secondary institutions, and 30 percent chose its 
effectiveness in preparing students to be responsible citizens. 

Only two of the items in the School Effectiveness instrument 
were not chosen by any respondents: (1) the effectiveness of teachers 
and administrators in handling unexpected overloads of work or 
emergencies and (2) the school's effectiveness in providing students 
with satisfactory skills in mathematics. The first of these two items 
was the one which proved to be the strongest predictor of overal] 
school effectiveness in the regression analysis. 

The frequency and percentage frequency of the ''other'' important 
indicators of school effectiveness listed by the respondents are 
reported in Table 5.16. Although some of these indicators were very 
similar to items in the School Effectiveness instrument, they were 
not obviously chosen from the instrument; the respondents used their 
own terms or expressions rather than referring specifically to items 
in the instrument. Thirty-five percent of the respondents identified 
a supportive attitude or the satisfaction of parents and/or the 
community as an important indicator of school effectiveness; 35 percent 
also identified a supportive attitude or the satisfaction of the 
students as an indicator. Twenty-two percent identified the academic 
achievement of students to be an important indicator. Also, 18 per- 
cent of the respondents identified school ''spirit,'' or teacher-student 
relationships as an important indicator; if one assumes that morale 


or satisfaction of teachers is closely related to school climate or 
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Table 5.16 


Frequency and Percentage Frequency Distribution of Other 
Important Indicators of School Effectiveness 


ete eee nae eee Eee I 


Identified by the Respondents (N = 125) 

Other Important Indicators t ie 

Supportive attitude or satisfaction of parents hh Bon 26 

and/or community 

Supportive attitude, satisfaction, or morale Lh Bez 

of students 

Academic achievement of students 27 216 

School climate, ''spirit'' or teacher-student 22 liven 

relationships 

Satisfaction or morale of teachers 15 12220 

Ability of school to retain students unti] 9 fie. 

completion of their program 

Growth of students to be able to live successfully 8 6.4 

in our society 

Involvement and support from superordinates 7 5.6 

(central office and school board) 

Professional competence of teachers i 5.6 

Quality (firm, caring) leadership 5 4.0 
188 150.4% 
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"spirit,'' then 30 percent of the respondents considered school climate 
to be an important indicator of school effectiveness. 

The data in Table 5.15 and Table 5.16 were collapsed to produce 
Table 5.17. This table reports the frequency and the percentage 
frequency distribution of all the important indicators of school 
effectiveness identified by the respondents, those chosen from the 
School Effectiveness instrument and those identified independently. 
Several items within and between the two tables were collapsed. The 
major item formed in this process was ''satisfaction, morale, or 
'spirit' of students and teachers.'' Several items were collapsed to 
form this one because most respondents who identified satisfaction or 
morale of students also identified satisfaction or morale of teachers 
and, even if this had not occurred, it was argued that satisfaction 
of teachers surely requires or depends upon satisfaction of students, 
and vice versa. 

Thus, 65 percent of the respondents identified the satisfaction, 
morale or 'spirit' of students and teachers as an important indicator 
of the effectiveness of a high school. Over 50 percent identified 
academic achievement or achievement in post-secondary institutions 
and 35 percent identified the satisfaction or supportive attitude of 
parents or the community. Clearly, the satisfaction of students, 
teachers, and parents, student achievement in school and after 
completing high school, and the professional competence of teachers 
are important indicators of high school effectiveness, according to 
the respondents in this study. 


Fourteen indicators of school effectiveness listed by the 
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Table 5S. t7 


Frequency and Percentage Frequency Distribution 
of Important Indicators of School 
Effectiveness (N = 125) 


a 


Most Important Indicators f % 


Satisnaction, morale, or “spirit” of students 8] 64.8 
and teachers 


oe 


Academic achievement or achievement in post- 67 53.6 
secondary institutions 


Satisfaction or supportive attitude of parents Lh 35.2 
or community 


Preparation of students to be responsible 37 29.6 
citizens 
Caring, professional attitude of competent 36 28.8 
teachers 
Preparation for employment 2) 16.8 
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respondents were not used because they were ambiguous. For example, 
the meanings of "evaluation," ''school operation,'' and ''developing 


an integral life and world'' were unclear. 


Predictors of Overall Leader Effectiveness 
The five predictors of overall leader effectiveness listed 
in Table 5.18 contributed 53 percent of the variance of the 
criterion variable. The best predictors were (1) effectiveness 
in making decisions (30 percent) and (2) effectiveness in 
increasing the job satisfaction of individual teachers (an additional 


14 percent). 


Predictors of Overall Level of Influence 
The five predictors of overall level of influence listed 
in Table 5.19 contributed 39 percent of the variance to the 
Eriterion vartable. —“Thesbest predictors were (1) personal qualities 
and characteristics’ (26 percent) and (2) expertise as an administrator 


(an additional 8 percent). 


Relationships between Selected Facets of Job Satisfaction 
and Selected Criteria or Bases of School Effectiveness, 
Leader Effectiveness and Level of Influence 


The first step in this analysis, to obtain information relevant 
to Questions 9, 10 and 11, was to determine the Pearson product-moment 
correlations between each of the three most important predictors of 
overall job satisfaction and each of the items in the School Effective- 


ness, Leader Effectiveness and Level of Influence instruments. The 
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Table 5.16 


Stepwise Multiple Regression Analysis of Leader Effectiveness 
Leader Effectiveness 


Items as Predictors of Overall 
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nnn 


Pree ctors: oF 


Overall Leader Effectiveness Varian 
Effectiveness in making 29.66% 
decisions 

Effectiveness in increasing 43.9] 


the job satisfaction of 
individual teachers 


Effectiveness in improving 48.78 
the performance of teachers 


Effectiveness in directing Syl sip 
the efforts of teachers 
toward school goals 


Effectiveness in coping 53.49 
with uncertainty and 
conflict 


Percentage of 


29.66% 


14.25 


4.87 


Change in 
ce 6 Oe Variance 


0. 


54 


53 


559 
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48 


i 


15] 


oe 
es _ 


ay 


7 


< a wr, a 


a tTtews so PL a) 4 Lh lpgtgw ¢ ane sj ais =i 
eleabl 1 «pei Hey wep * sae “ nail Senll =e 


‘ide 


— Tae a wi 
para 1S. apha—04 _ 
14s %id Cine ie ae es S 
ies 
- —— ——— _ (EE 
le ol an_¥ a O 
© ieee 


1a errorign” a) cane ‘ws 
omtioga fo a 


hiiganwb Al om 


Tab lewsn19 


Stepwise Multiple Regression Analysis of Bases of Influence 
as Predictors of Overall Level of Influence 


SESS 
——e— 


Predictors oT Percentage of Change in 
Overall Level of Influence Variance % or Variance ie 
Personal qualities and Psy SVS VA 25.55% O25 


characteristics 


Experience as an See IO 7.56 On: 
administrator 


Techniques used to encourage 35.89 2.79 0.40 
teachers and students to 

meet certain standards of 

performance 


The authority of the 2 Tea, 1.88 0.21 
principal's position 


Willingness to recognize or 39.26 1.49 0.34 
acknowledge the efforts and 

achievements of teachers and 

Students 
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next step was to determine the correlations between selected facets 


of job satisfaction and selected criteria of the major variables which 


should be related, according to the theoretical position of this study. 


The results of this analysis are reported below. 


Relationships between Selected Facets 
of Job Satisfaction and Criteria of 
School Effectiveness 

The most important predictor of overall job satisfaction, ''sense 
of accomplishment as an administrator,'' correlated highly with the 
following criteria of school effectiveness (r > 0.40): 

leer overall School effectiveness. (r = 0255); 

2. effectiveness of teachers and administrators in adapting 
to change involving new policies and/or procedures (r = 0.52); 

3. effectiveness of teachers and administrators in evaluating 
Students according to clearly defined standards or expectations 
(r = 0.48); 

kh. effectiveness in communicating clear, acceptable, school-wide 
goals (r= 0.43): and 

5. effectiveness in linking the curriculum to the school-wide 
Boots = 10542) 
Thus, sense of accomplishment of the respondents was strongly related 
to their perceptions of the overall effectiveness of their school and 
to the effectiveness of teachers and administrators in adapting to 
change, evaluating students according to clearly defined standards, 
communicating clear goals and linking the curriculum to these goals. 
Their sense of accomplishment as an administrator was not Strongly 


related to the effectiveness of the school in ''preparing students to 
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achieve successfully in post-secondary institutions" (r = 0.18). 

The second most important predictor of overall job satisfaction, 
"effect of job on your personal life,'' did not correlate highly with 
any items in the School Effectiveness instrument (or with any items 
in the other two instruments). 

The third most important predictor of overall job satisfaction, 
"your working relationships with teachers,'' correlated highly (r = 0.41) 
with only one criterion of school effectiveness, ''the effectiveness 
of teachers and administrators in demonstrating a professional and 
caring attitude.'' It did not correlate highly with any of the other 
items in the instrument that also referred to ''the effectiveness of 
teachers and administrators."' 

The researcher expected that a few facets of job satisfaction 
would be highly correlated with particular criteria of school effective- 
ness; for example, satisfaction with ''the attitudes of your teachers 
toward change'' correlated highly (r = 0.60) with ''the effectiveness of 
teachers and administrators in adapting to change involving new 
policies end/or procedures.'’ Not all of -the hiah correlations or 
strong relationships are reported; some of those which were useful in 
describing the relationship between job satisfaction and school 
effectiveness and which provided interesting insights are reported. 

Satisfaction with ''the teaching competence of your teachers'! 
correlated highly with the following criteria of school effectiveness: 

1. effectiveness of teachers and administrators in demonstrating 
@) professional and caring attitude (r = 0.55); 


2. overall effectiveness of the school (r = 0.45); 
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3. effectiveness of teachers and administrators in handling 
unexpected overloads of work or emergencies (r = 0.44); and 

4, effectiveness of teachers in evaluating students according 

to clearly defined standards or expectations (r = 0.44). 
Satisfaction with ''the teaching competence of your teachers'! did not 
correlate as highly with the ''student outcome" items, those related 
to language and mathematics skills, preparation for employment, and 
success in post-secondary institutions. 

Satisfaction with ''the morale of the staff'' correlated highly 
with (1) "the effectiveness of teachers and administrators in demon- 
Strating a professional and caring attitude" (r = 0.45) and (2) "overall 
effectiveness of the school’ (r = 0.48). 

Satisfaction with ''the attitude of parents toward your school]''! 
correlated highly with (1) "its effectiveness in preparing students to 
be responsible citizens" (r = 0.48) and (2) "overall effectiveness of 
the school'' (r = 0.41). This facet did not correlate as highly with 
the criteria related to a safe, orderly environment, the professional 
caring attitude of teachers or formal communication with parents. 
Relationships between Selected Facets 


OpJobesSatrstaction. and Criteria. of 
Leader Effectiveness 


Satisfaction with ''sense of accomplishment as an administrator"! 
correlated highly with the following criteria of leader effectiveness: 

1. your effectiveness in improving the morale of your teaching 
Scattecr =0.53); 

2. your overall effectiveness as a leader (=O ao 


3. your effectiveness in working with teachers and in-school 
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administrators either to change or develop policies (r = 0.48); 


4. your effectiveness in increasing the job satisfaction of 
individual teachers (r = 0.47); and 

>. your effectiveness in improving the performance of teachers 
(r = 0.45). 

In other words, this facet of satisfaction correlated highly (r > 0.40) 
with one-half of the items in the Leader Effectiveness instrument. 

Satisfaction with ''your working relationships with teachers’! 
correlated highly (r = 0.41) with "your effectiveness in improving 
the morale of your teaching staff.!! 

Satisfaction with ''the attitudes of your teachers toward change'! 
correlated highly (r = 0.49) with ''your effectiveness in directing 
the efforts of teachers toward school goals'' but it did not correlate 
as highly with these two items: 

1}. your effectiveness in working with teachers and in-school 
administrators either to change or develop policies (r = 0.35): and 

2. your effectiveness in adapting policies and procedures to 
accommodate change initiated by the external environment (r = 0.26). 


Relationship between Selected Facets 


of Job Satisfaction and Bases of 
Influence 


Satisfaction with ''sense of accomplishment as an administrator" 
did not correlate highly with any items in the Level of Influence 
instrument, and neither did ''your working relationships with teachers."! 
In fact, no facet of job satisfaction correlated highly (m= 0240) with 
any items in the Level of Influence instrument. As expected, the 


highest correlation (r = 0.36) was between satisfaction with ''authority 
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associated with the principal's position'! and ''the level of influence 


derived from the authority of your position as Dine tpasee 


Additional Comments 
Table 5.20 reports the frequency of the additional comments 
related to the major variables of this study and to the principal's 


role, made by 43 of the respondents in the final section of the 


questionnaire. Most of these comments were related to job satisfaction 


OF principal effectiveness—the term "principal" was used instead of 
'leader'' by most respondents. The categories in this table are 


discussed below. 


Job Satisfaction and Dissatisfaction 
Twelve respondents described their high degree of satisfaction 
as a principal. Three of the more descriptive responses are provided 
below as examples. 
Job satisfaction is derived from work that is personally 
fulrilling . .). recreative (as opposed to burnout). Job 
satisfaction really generates from honest relationships 
(roses and brick bats) but given im trust, and mutual support 
of a common goal. 
[My] greatest feeling of accomplishment comes from molding 
and selecting staff to arrive at a point where | have a team 
that works together. | also feel good about making changes 


where | feel there are problems and then observing improvement. 


| enjoy working with students and teachers to improve the 
teaching-learning situation for all students. 


The other determinants of job satisfaction clearly identified 
from the comments were community-school involvement, recognition from 
associates and peers, being with students and teachers, helping 


individuals to grow, meeting the challenge of overcoming financial 


Je 


“spd ee) tm ia “ we whoa 


: Pot 
; : ar pee 


hadrus Die? Tks la 


i aes 4 ‘4 wt chew Gis ifs ” eed ‘oe oa 
i 
» fens! aA? ar 4 erent sett We GA's wn ht 


- ey 
wl be 6: wth: comaiaons feat We tact oes na | See 

ex) + 
fen ose remme tag te nak ang, 7 


i wes oe: '“gni suet 


; a 
ene ph, al bate hhh, tale loge rs 8 


aft tpn a! a bye einitind 
4 - hee ‘dana evil 
beh wise to dat haa 


: : 
4? % s 4. Celt 1 Sad ces =i ob 
i” = lay aa FRCL IOY WE « wilt ; 
“ss at = te wee i taary nbigs s : 
19a. 8 nae pe eet Tee Gch od URS PRES : 
| -—<, 


: reve tae! Sa a x HA i iee?) enti ps 7 
iv Pans ues er ee Lai Ae A a ee os 7 
; ; Secendy 6 Swap fat & a as 
vt yo byid 4 at Wis Getiee + : an _ « reat és An 


PUL eNS i Shes a abot . 
res pee 3: 1 bie sew ast oe “2 e982 


T= 


ou 
Laciay) \ ans Sistem . fea 
~ _ i —_ 


vs i} mT idol” ‘ ay a fewer). ice a 
‘ s 


Hone ie - pecs af, 7. 


oie | 


158 


Table 5.20 


Frequency of Comments Related to Major Variables 
and Principal's Role 


Frequency 
Job Satisfaction 20 
School Effectiveness 6 
Principal Effectiveness 16 
Level of Influence 4 
Principal's Role 9 


Other Comments 10 


i 


- a 
iiomeas TO saneeaess 


isa” gee 
7 7 — 
=e = 


— a 


t ton %el ist aot. 
speravisrst¥?2 (eens 


; | 43 ieqiants4 


G« = @* 


nilo tered 


- - 
fed o’ (ec15Rie9 — 


7 wed « ia 


sedi vy 


—_— a 


ee) 


restrictions, and support and understanding from central office staff 


and school board members. 


Eight respondents described their feeling of dissatisfaction 


with their job. Two of the more descriptive responses are provided 


below: 


The responsibility of a principal has increased over the past 
few years. The job is more stressful, less satisfying, and 
more frustrating. Less freedom is given to creativity and the 
opportunity to develop the whole child. 


How can one have any job satisfaction when all is fading away? 
Staff is being cut—hence programs are going and students are 
dissatisfied and bitter. Class sizes are becoming large to 
thespoint of physical discomfort. = =. . The conditions are not 
understood . .. by the public. Teachers feel harrassed. We 
lack leadership from our regional offices. 


The other determinants of job dissatisfaction clearly identified 
were critical, unappreciative superordinates, inability to provide a 
broad variety of programs, economic reward not commensurate with 
heavy work load (reported twice), and activities of the Minister of 
Education and the Department of Education. One respondent listed the 
following items that create dissatisfaction: 

1. dealing with a poor teacher, 

2. little control over incentives to increase performance of 
staff, 
unprofessional reactions of some teachers to supervision, 
petty grievances between staff members, 


lack of recognition of individual accomplishments, and 
few incentives to increase one's own performance. 
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School Effectiveness 
Only six respondents made additional comments related to school 
effectiveness; these comments were very brief and provided very little 


useful information. Three examples are provided: 
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As much as possible teachers should teach in the areas of 
their greatest strength. 


Shortage of funds reduces school effectiveness. 


Good parents and teachers guarantee the development of good 
schools. 


Only one determinant of school effectiveness was mentioned by more 


than one of these respondents; ''teachers'! were identified three times. 


Rrincipal Effectiveness 

Sixteen respondents commented briefly on principal effectiveness, 
rather than leader effectiveness in most cases. Five of these respon- 
dents identified ''teachers'' as a determinant of principal 
effectiveness—parents and students were noted once along with 
teachers. Other determinants identified were good working relation- 
ships, collegial or democratic decision-making, being ''visible'! and 
accessible to teachers and students, and having sound administrative 


training and expertise. 


Level of Influence 

Three of the four comments on level of influence also had been 
directed toward principal effectiveness and job satisfaction—for 
example, ''My effectiveness, influence, and job satisfaction stem from 
my relations with all my publics.'' The single comment about level of 
influence was that principals had to know as much as possible about 


teachers and students to be able to influence them. 


Principal's Role 
Nine respondents made comments specifically about the principal's 


role, although they had not been asked to do so. The more descriptive 
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comments, some of which contain implications about job satisfaction 
and/or principal effectiveness are reported below: 


The role of principal is being made exceedingly more difficult 
by decisions of others over whom the principals have no control. 


The primary role of the principal is to be the instructional 
leader and motivator. The secondary tasks related to school 
Organization and management are also important but can be 
delegated. The most important thing a principal can do is to 
be involved in professional development on a one-on-one basis 
with staff. Individual growth brings great job satisfaction. 
The shift of teacher evaluation from the superintendent to the 
principal has added considerably to the responsibilities and 
the need for maturity on the part of the principal. 


Administration is a total commitment which calls for personal 
discipline and a high level of knowledge. 


Most important on a day-to-day basis is the skill involved in 
encouraging wholesome human relations. 


Level of difficulty increases with the size of the school. 

Responsibility is far greater than authority. 

Avelearly detined ‘role* as principal lis lacking) 

After twelve years it seems that more of my time is spent on 

organizational maintenance, rather than productive ‘ 

leadership. The reactive type of administration or leadership 

normally involves having to respond to the external environment. 
Other Comments 

These ''other comments'' were not related to any of the major 
variables or to the role of the principal. They addressed such things 
as the respondent's reaction to the questionnaire, particular problems 


in his/her school, or changes that should be made to improve situa- 


tions. 
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Summary 

Thirty-nine percent of the respondents were highly satisfied 
with their job. Forty-five percent were moderately satisfied and no 
respondents were moderately or highly dissatisfied. 

Twenty-seven percent of the respondents rated their high school 
as highly effective. Sixty-four percent rated their school as 
moderately effective and 8 percent rated it as slightly effective. 

Twenty-one percent of the respondents rated their own leadership 
as highly effective. Sixty-six percent rated theif leadership as 
moderately effective and 13 percent rated it as slightly effective. 

Thirty-seven percent of the respondents rated their level of 
influence as high and aJ] others rated it as moderate. 

Correlational analysis indicated that strong, direct relation- 
ships exist between overall] job satisfaction of high school principals 
and their perceptions of the overall effectiveness of the school and 
their effectiveness as a leader. Also, a direct relationship exists 
between overall] job satisfaction and perceived overall level of 
influence but the correlation coefficients showed that it is weaker 
than the other two relationships. 

Correlational analysis also indicated that the principals' 
perception of their overall effectiveness as a leader was strongly 
and directly related to their perception of the overall effectiveness 
of their school and their perception of their overall level of 
influence. 

The following relationships were identified between overall job 


satisfaction and selected organizational and personal characteristics: 
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1. principals of city high schools were substantially more 
satisfied with their job than principals of rural or town high schools; 

2. principals working in separate district and public district 
school systems were substantially more satisfied than principals in 
division or county school systems; 

3. principals of schools with grades 10 through 12 were sub- 
stantially more satisfied than principals of schools with grades 7 
ennoucgh [2s 

4. principals of the largest schools were substantially more 
satisfied than principals of the smallest schools; 

5. principals who were 50 years old or older were substantially 
more satisfied than those who were 30 to 39 years old: and 

6. principals with five or more years in their present 
position were substantially more satisfied than principals with 
three or fewer years. 

Overall job satisfaction of high school principals in Alberta was not 
related to the courses that they had completed in educational adminis- 
thatton. 

The best predictor of overall job satisfaction of high school 
principals in Alberta was ''sense of accomplishment as an administrator," 
followed by "effect of the job on your personal life'’ and ''your 
working relationships with teachers." 

The best predictor of overall school effectiveness was the per- 
ceived "effectiveness of teachers and administrators in handling 
unexpected overloads of work or emergencies,'' followed by ''the 


effectiveness of teachers and administrators in demonstrating a 
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professional and caring attitude!’ and ''the effectiveness in providing 
students with satisfactory skills in language.!' 

When asked to list the three most important indicators of school 
effectiveness, 65 percent of the respondents identified the satis- 
faction, morale or ''spirit'' of students and teachers as an important 
indicator; over 50 percent identified academic achievement or achieve- 
ment in post~secondary institutions and 35 percent identified the 
satisfaction or supportive attitude of parents or the community. 

The best predictor of overall leader effectiveness was the 
perceived ''effectiveness in making decisions,'' followed by ''effective- 
ness in increasing the job satisfaction of individual teachers."' 

The best predictor of overall level of influence was ''personal 
qualities and characteristics,'' followed by "'expertise as an 
administrator.'' 

Several facets of satisfaction correlated highly with particular 
criteria of school effectiveness and/or leader effectiveness but no 
facets correlated highly with any basis of influence. The facet 
"Sense of accomplishment as an administrator'' correlated highly with 
five criteria of school effectiveness and five criteria of leader 
effectiveness. 

Thirty-two percent of the respondents wrote ''additional comments"! 
at the end of the questionnaire. Most of these comments were related 
to job satisfaction (dissatisfaction) er princival -eltectiveness: 

The analysis of the "additional comments'' produced short listsoon 
determinants of job satisfaction, dissatisracbion, and princlpal 


effectiveness Several of the more descriptive comments about the 
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rincipal's role were reported because they contained implications about 
Pp Y 


job satisfaction and/or principal effectiveness. 
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CHAPTER 6 


Analysis of the Interview Data 


This chapter presents the analysis of the interview data in four 
major sections. First, the greatest sources of job satisfaction and 
dissatisfaction of the interview respondents are reported; also, their 
understanding of the facet ''sense of accomplishment as an administrator'! 
is included in this section. A summary of the meanings of leadership 
described by the respondents follows. Next, the efforts of the respon- 
dents to compare some of the major variables quantitatively, and to 
describe the degree to which one variable is an indicator of another, 
are outlined. A report of the factors contributing most to their level 
of influence precedes some ''impressions'' and a summarv. 

Greatest oOunces 01 JOD) Sati Stactlon 
and Dissatisfaction 

In the three parts of Question | of the Interview Schedule, the 
principals were asked what gave them the most satisfaction and dis- 
satisfaction as high school principals, and what ''sense of accomplish- 
ment as an administrator’ meant to them. Some of the responses to 
these three questions are provided below, as examples, and each set 


of responses is summarized in a list of ''observations'' of the data. 


Greatest Source of Job Satisfaction 
Careful study of what gave the most satisfaction to each of the 


respondents indicated that simply listing sources of job satisfaction 
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would not ''do justice'' to the descriptive quality of some of the data. 
Also, the observations of the nature of the data would be more 
meaningful if some of the actual responses, in edited form, were 
reported. The edited responses below include only those portions 
directly related to the question asked; any phrases or sentences which 
detracted from the description of sources of satisfaction have been 
omitted. These examples were chosen because they represent how the 
principals described their greatest source of job satisfaction. 


|}. The fact that you are contributing to the welfare of 
students and helping them to be worthwhile people in the 
world of work and in society [gives me great satisfaction]. 
One of my personal ''highs'' that | get from the job 
is when | meet students who are successful after a few 
Years, 0. tO talk iwith thems ... . and: feel) maybeul ve 
contributed to where they are. 


2. | enjoy working with the age group of high school 
Students and dealing with young people. I enjoy the 
professional relationships with high school teachers. 


3. The satisfaction that | get when | come into a school is 
trying to leave that school just a little better than it 
was when | came. ... | utilize my abilities, my skills 
to effect change, to influence and make a difference. 
| think it is important that | develop a close relationship 
with teachers . . . where there is harmony and... high 
Stati morales 2... 1 think that one of my jobs iis ttooget 
the staff to work together, to develop that ''esprit de 
Corps... and once they are able to do that, 2. Ss theurest 
follows, so that certainly gives me a lot of satisfaction. 


4. | would have to say working with students and staff, 
especially students . . . who really do show a lot of 
growth. | compare them with junior high school and | find 
thatevorcing with high school Kids 1s 29.) «very Satis 
factory. . . . they have a Yot of good ideas, they are 
Stimulating. 


S. If my students are learning and are happy learning, if my 
teachers are teaching and they are happy teaching, |! would 
say that gives me supreme happiness. .. © | think more than 
anything we produce good citizens. When | see that happen, 
[when] | see proof of good citizenship, |! would say that | 
feelsuccesstul as a high school principal). 
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Observations. The greatest sources of job satisfaction of the 
interview respondents are summarized below in the observations of 
their individual responses: 

}. Seven principals emphasized ''students'! as an important 
S0unce 01 Satisfaction; three of these principals spoke only oF 
students. One other principal referred indirectly to students. 

These principals stated that they gained much satisfaction 

from seeing students succeed in school and after graduation, from 
seeing them grow to become successful citizens, and in working with 
them and helping them. Clearly, these principals gained satisfaction 
from working with students and seeing positive outcomes for their 
students. 

2. Six principals spoke of working with teachers or seeing 
satisfied, happy teachers as a source of job satisfaction. One 
principal did not mention students but emphasized developing a close 
working relationship with teachers and seeing them work in harmony 
with a high level of morale. 

3. The other sources of satisfaction reported by individual 
principals are functions of leaders or administrators: (1) instituting 
policies or regulations that satisfy students and teachers, 

(2) "setting the stage from an administrative point of view,'! 

(3) making the school better, changing or making a difference, 

(4) developing a positive attitude of the student body, and (5) the 
ability to innovate, to make changes. The fourth one has already been 
noted in the first observation because it is student-related; this 


source, the third one and the fifth one were the main source of 
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satisfaction for individual principals. 

4. Several possible common sources of job satisfaction were not 
mentioned by the principals; for example, prestige of the position, 
recognition by others, working with parents or central office adminis- 


trators, and making effective decisions. 


Greatest Sources of Job Dissatisfaction 

The principals described what gave them the most dissatisfaction 
as a high school principal. These data were handled in the same way, 
and for the same reasons, as the data describing sources of job satis- 
faction. Some edited responses are reported below: 


1. | am most dissatisfied when | see students who are unhappy; 
Students who feel that they have earned something, whether 
it be marks, respect, or whatever, but find that teachers 
do not appreciate what they have done. My greatest dis- 
satisfaction comes when students and teachers cannot get 
along and the teacher, as the adult, refuses to adjust. 


2. Job dissatisfaction comes from seeing teachers who are 
unhappy because these teachers will not be as effective 
with students. 


3. There are certain days when certain situations or elements 
woe. Will create dissatisfaction. ».. . Rather thaneany one 
Given situation its usually... Spin-orts: fromimany of 
the things that you are doing day-in and day-out, and it's 
really not enough to create a general dissatisfaction, but 
simply dissatisfaction at a moment or situation. 


4, | would say perhaps a couple of things. One, where staff 
cannot recognize the overall school objective or philosophy 
and, perhaps, concentrate too much on their personal 


objectives. «2 . | think»sthe other thing would be tiie 
support structures. There are times when | think there isn't 
enough support for the role of the principal . . . and this 


gives me a great deal of dissatisfaction [lack of support 
from supervisors, the ATA and central office]. 


5. | would have to say the political end, where you cannot do 
certain things because you believe that it's political in 
nature; in other words, it may be offending certain trustees 
or certain people in the community. 
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Observations. The greatest sources of job dissatisfaction of the 
interview respondents are summarized below in the observations of their 
individual responses: 

1. Persons or groups of persons outside the school were sources 
of dissatisfaction for five principals. Two principals spoke of 
political pressures or frustration with policies from trustees and 
the Department of Education, and three reported lack of support from 
superordinates as a source of dissatisfaction. One of these principals 
also noted dissatisfaction because of the difficulty in contacting 
parents. 

2. For five principals, teachers were sources of job dissatis- 
faction in some way: teachers who were unhappy and, therefore, not 
as effective, those who created and/or mishandled conflict with 
Students, those who did not support school goals, and those who did 
not work to their full potential or were unprofessional. 

3. One principal spoke of the conflict between students and 
teachers. This principal was the only one who spoke specifically 
about students who were unhappy for one reason or another, as a 
major source of dissatisfaction. One implied that students who do 
less than they are capable of doing are sources of dissatisfaction. 

4h, The nature of one source of dissatisfaction described was 
unclear. It seemed to be related to the societal pressures or new 
expectations on students and schools, or the changing values and 
standards facing students. 

5. Two principals reported no major sources of dissatisfaction. 


One of these reported only daily minor frustrations. 
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6. Several possible, common sources of job dissatisfaction were 
not mentioned by the principals; for example, too much paperwork, 
inadequate resources and facilities, not enough time, student discipline 
problems, situations resulting from declining enrollments, and too many 


meetings. 


Sense of Accomplishment 

In=the preamble to the last part of the first question, the 
interview respondents were informed that ''sense of accomplishment as 
an administrator'' had proved statistically to be the strongest predictor 
of overall job satisfaction. Some examples of what this term meant to 
them, whether or not they had rated it highly on their questionnaire, 
are provided below; the responses were edited in the same way as the 
responses tO the other two parts of this first question. 

]. It's a very hard thing to put your finger on. You sense 


it when you talk with teachers and when you hear the 
reputation of the school. You sense it but you don't know 


why teachers are satisfied with what you are doing. It 
might be your manner, . . . your organization ability, 
vou sfortheiahtmess, . . « youl honesty, 1t could betso many 


different things the teachers perceive in you as principal. 
. . When | know that teachers are glad that | am 
Dhincipal Oh sa. they ahe Glad to: Dele  thismScnOOle ema, 


thates real satisfaction. 


2. Knowing that the community was happy with the services the 
school provided, and that would be reflected in seeing a 
school that is not just a smooth operation administratively, 
but also a school . . . where the teachers: ane happy to 
come to work, and the kids are reasonably happy with their 
teacherss 248 tie Traci tiles en...) thesacunyiLulesnecanad 


the courses. 


3. 1! consider it a great accomplishment when we take a little 
Grade 9 [student] who is floundering and [he/she] graduates 
a very mature person, able to cope, at the end of Grade 12. 
My principal's door is open and | work very closely with 
eridentse 7 0. | Sonthe satisfaction that. | -get vis se 
[in] the fact that you can see these people change. 
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4, I'm a steward of what I'm asked to do here. ... It goes 
back to my initial comment that | tried to make it a better 
place than when | came. | think sense of accomplishment is 


the service that you give to teachers and to kids, and to 
Ne, that’s my entire role; it's, a service role. ......As tong 
as I'm providing a service and | can effect change and | can 


make a difference . . . | have satisfaction. 
5. | suppose sense of accomplishment would come from feedback. 
. . When someone comes to you and says 'I sure like the 


jobsthat you did," no macter what 1c was. 


Observations. What ''sense of accomplishment as an administrator"! 
meant to the interview respondents is summarized below in the 
observations of their individual responses: 

1. Three principals specifically related sense of accomplishment 
to positive feedback, about themselves or the school, from teachers, 
students, or the community. 

2. Two principals related their sense of accomplishment to 
student outcomes—the success of students in post-secondary 
institutions and seeing individual students grow to maturity, from 
Grade 9 to Grade 12. 

3. One principal related sense of accomplishment very directly 
to establishing community acceptance of the school and its unique 
philosophy. 

4h, At least half of the principals related sense of accomplish- 
ment to ''teachers.!'!' They sensed accomplishment in seeing that teachers 
were happy or satisfied with their jobs, or in establishing conditions 
and an atmosphere in which teachers and students could work effectively. 

5. One principal found a sense of accomplishment Lites ol eof 
a ''steward,'' in serving students and teachers and in effecting change. 


This point of view was similar to that of a principal who viewed the 


i - 7 _ aan _ 
ia f 


ie 
a : 6 wis a: ) den, ar 
aks ae 97.) oe?) Jeeuage” 
eer a ee 
ee oe J ted gps) «ae owls 
of : < iy matie) © 1°29" -ietoe ee i 
; si> Sant oan) «i Teves ree 
: : ot y Hee * ‘ unreoad 7a @ shan 
- 
: _ secs 8 jwusade Wa ~etee-necenue et 
; me “pq of cheng Gumuts (ie! . oo - 
a ; Jo: te wh? 31S wey, 7 do[ _ 
. —_ ay 
. pene" Ja oj jevioed 
tarcaas welvesic) etl? ae ; 
‘ 
1 sag omg ly inel- ates Te ow tamesgail 
at p-=4 19 Iegqgelefeeisalse B8t0i RP bn >) 
4 
‘vuadd ,saeches) ayia igus 
rr 
att (jGpanay att” 90 ott d 
toatiwitt Gwh sae 
a , 
' we —asrag tad til 
a gree bie ann Gvsisan 
si whee f/ 2 sbaese 
en ; ol 
; 4 re¥ ss : isn) 
L \ : 1) Sl 9G we s - , 
eT, ’ a) ee lim a 7 
. : am 
ba ; * a a 
) vais S*ERier oaF mba ie te wr rT 1a ¢eual-56 
, > 
ee 
; 4 a er Ls 
a8 a fe ¢ ? - i a7 3) mw doves te Se +e Peary 
i: oi a ay 
7 7 ) cr 
_ 7 wy : > a THAN > ‘(ae Ih dia ile it = 7 ee Ones: os 


- 


ing, : 


7 my Sieve, tune | asia sous} 
m 7 va f a. 
: 7 eration 4! Ss ar aj! mr) ponte : mad a iT a i ? ae 


Bea 


‘ 


ied the 
_ 


principal's role as that of a facilitator. 


Oe 


Another principal did not definitely describe sense of 


accomplishment. This person felt that it was possibly related to a 


variety of factors and could vary with time of the school years. 


In Question 2 of the Interview Schedule, the principals were asked 


The Meaning of Leadership 


what leadership, as an aspect of their role, meant to them; they were 


asked to ''describe the qualities, characteristics, or behavior you 


would hope to demonstrate as an effective leader.'' Following the 


approach used previously, some edited responses are reported below 


followed by a list of observations to summarize the nature of the data. 


be 


| tend to encourage others to become leaders. In other 
words, | delegate . . . and give responsibility and then | 
expect feedback. . .. | let them have authority. 


As a leader, | hope to be someone who is approachable by 
Support staff, teaching staff, or students, and also 
community, someone they are happy to approach, not just 
because I'm friendly, but because | can listen to their 
problems and perhaps do something about it. If | can bring 
about change that is desired by . .. either the student, 
teacher, or parental community, that is the basis of 
leadership. If | can do that without using such devices 

as power but, rather, getting people to work with me . 

as someone that they can share their concerns with. 


1 think one of the most important things is your ability to 
work with personnel. You have to be someone who can direct, 


A give guidance, and communicate well; you must. . . be 
tacttim and.) 5 . becable to make decisions. 9. he le culink 
you are a leader only if you are a follower. . . . You have 


to believe that the people you are working with are capable 
people, and | think one of the biggest problems that we find 
are people who try to be leaders; they attempt to impress 
upon people their wisdom and their power through their 
position, and you can't do that now. . . . You have to be 
able to deal with . . . people from an equal level and, 
unfortunately, too many people don't. . . . | suppose it's a 
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matter of good communications, human relations, decision- 
making, [and] office management. 


4. | think, because you are a building principal, you have 
certain leadership skills and abilities that you must have 
to bring about a good staff working relationship, and to 
bring about improvements in the school. But | think it is 
Very much a collegial thimgw.. .. t) try)tosget as: much 
leadership out of my subordinates. as Ji-can, and ls try to 
work with the strengths of teachers, .. . [and] vice- 
principals. . .. So, leadership in my mind is a shared 
responsibility. Yes, the leader has to provide that 
decision-making role; you certainly have the final say, 
you have the final responsibility and accountability for 
everything. 


5. | feel that leadership is tapping . . . resources towards 
creating the best [according to the interests of all people 
within the school l, .s.. le practice what 4) preach in terms 
of involvement, | will not ask people to do that . . . which 
Iniienot, prepared sto:do mysel fara lethinke theres tsa 
process where you as a leader, today particularly, utilize 
not only the wisdom but the forces of the people in the 
Pield [school 

Observations 

1. Six principals emphasized ''working with people’! as an 
important aspect of leadership. They spoke of ''getting people to 
work with me,'' collegiality or ''shared responsibility,'' ''the ability 


to work with personnel,'! and ''tapping the resources of the people’! 


Hmesthenschoo!l ; 


2. The principal who spoke of collegiality stated that iy 
to get as much leadership out of my subordinates as 1 can.'' Another 
principal voiced a similar opinion, stating that ") tend to encourage 


others to become leaders,'! through delegation of responsibility and 
authority. 
3. One of the principals who emphasized "working with people'! 


described the basis of leadership as being a good listener, a person 
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who can do something about the problems or needs of students, teachers 
and parents. Another from this same group described leadership as ''a 

matter of good communications, human relations, decision-making [and] 

office management."! 

4. One principal broke leadership down into (1) effective 
decision-making and (2) working with various groups, sometimes as a 
participant and other times as the group leader or chairman. 

5. Another viewed leadership as accomplishing the goals set out 
by the Department of Education and/or the School Board and, also, 
meeting the demands of the external environment. 

6. Another viewed leadership as being a facilitator in 
(1) "organizing structures within which people can work'! and 
(2) "allowing, or setting the stage for, other people to do things." 

7. One principal spoke very specifically about the leader- 
follower relationship: a leader must inspire confidence through 
vision, the ability to articulate that vision, and confidence that 
goals can be reached. 

8. No principals spoke of the use of power or inf luence—one 
spoke against it—and no one spoke of the exercise of authority; 


there was no reference to hierarchial relationships. 


Comparison of Important Variables 
The interview respondents were asked to compare several important 
variables quantitatively. However, there were few quantitative 
results to report because they found some of the comparisons difficult 
to make. The analysis of these data is described so as to provide the 


few quantitative results and to demonstrate the difficulty that 
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principals had in responding. 


Leader Effectiveness as an Indicator 
of School Effectiveness 


In Question 3 of the Interview Schedule, principals were asked 
to what degree they believed that their effectiveness as a leader was 
an indicator of the effectiveness of their school. Nine principals 
expressed the belief that their effectiveness as a leader was a strong 
indicator of their school's effectiveness, as demonstrated in the 
following examples: 


[coeeh EhHinkeit 1s to aupretty nigh degnee, +s le thini they 
go hand-in-hand. 


2. | think that if I'm an effective leader, there is a good 
chance there is going to be an effective school. 


3. | personally believe that your school is about as good as 
Your prinGl pals s . . mhe principal. 1. thitik. WSethe Key to 
the whole thing. 


4. | would say high, yes, it's a high degree. . . . The leader 
makes a difference and | think it's high. 


5. There are effective outcomes at the school because of the 

Ehings thatel haver done. = s. .  \hereulSic. ease le Suppose, 

a clear correlation. 
These nine principals were quite definite about the positive relation- 
ship between these two variables, but the other principal was just 
as definite in stating that no relationship exists: '!My effectiveness 
is controlled by the policies of the local School Board. In other 
Wordses . 2 the School Board . . 2 dictates What is going to happen 17 


CESsepariiciu lar! SCuOOl. 05) 6 NO. [leader effectiveness is not an 


indicator of this school's effectiveness]."' 
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Job Satisfaction of Teachers, Staff Morale 
and Leader or School Effectiveness 


In the six parts of Question 4 of the Interview Schedule, the 
principals were asked to think quantitatively about the possible 
relationships between job satisfaction of individual teachers and 
leader effectiveness or school effectiveness; also, between staff 
morale and leader effectiveness or school effectiveness. 

In the first part, they were asked to what degree they believed 
that the job satisfaction of individual teachers is an indicator of 
their effectiveness as a leader. Three principals expressed the belief 
tidtetters quite a strong indicator Using the phrase Ua dreat deal,” 
but they did not support their belief with explanations or examples. 
Another principal stated simply ''l think it's a partial indicator," 
and another said that it is not an indicator. Two principals provided 
the following descriptions of the relationship: 

lee ledont tf thinks tts significant, but. i thes leadership 


wasn't there | think the staff would be affected ...; if 
they didn't see you genuinely supporting their needs and 


théesteaching and tearning, Iathink,esure. - ge. Whatals sit 
about a leader?” Tome |. 2. the key point ts 1G they. 
[teachers] see honesty, and . . . someone who really works 
in the best interest of students, . . . learning, and the 
programs in the school .. . that gives staff satisfaction. 
When they see you working for the school's goals, and you 
make decisions in tough situations . . . for the support of 
teaching and learning, that is extremely satisfying to 
teachers. 


2. A principal can't cause teacher satisfaction completely. 
But, the leader still has a great deal to do with their 
satisfaction—whether they have the materials needed for 
the program, whether they perceive that they are important 
in the school, what perceptions they have about the 
principal's ... . thoughts about them. 


The other three principals were unable to respond to this question. 


In the second part, principals were asked to what degree they 
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believed the job satisfaction of individual teachers is an indicator 
of the school's effectiveness. Seven principals expressed the belief 
that it is an indicator, that there is definitely a relationship 
between the two variables, but only three described the strength of 
the relationship. These three felt that the job satisfaction of 
teachers is a very strong indicator of school effectiveness. Two 
principals could not answer the question and one felt that the 
variables are not related. 

If principals did not answer the first two parts of Question 4 
then they were not asked if job satisfaction of teachers more strongly 
indicates leader effectiveness or school effectiveness. Two principals 
said that it more strongly indicates school effectiveness but they 
added that school effectiveness results from leader effectiveness. 
Another principal suggested that it indicates both leader effective- 
ness and school effectiveness. 

In the last three parts of Question 4, principals were asked to 
think about the possible relationships between staff morale and leader 
effectiveness or school effectiveness. Once again, they had difficulty 
in seeing stat! morale as either an indicator of leader enrectiveness 
or school effectiveness; also, they did not make a clear distinction 
between staff morale and job satisfaction of individual teachers. 

Six principals felt that staff morale is a strong indicator of leader 
and school effectiveness but could go no further in the comparison 
with any degree of certainty. One principal felt that staff morale 


is not an indicator of leader or school effectiveness. 
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Summary. Five principals felt that job satisfaction of individual 


teachers is a fairly strong indicator of leader effectiveness and one 
suggested that it was a ''partial'' indicator. One said that it is not 
an indicator and the other three were uncertain. 

Seven principals felt that job satisfaction of teachers is an 
indicator of school effectiveness and three of these felt that it is 
a strong indicator. One said that it is not an indicator and the 
others were uncertain. 

In support of the evidence above, six principals felt that staff 
morale is a strong indicator of both leader effectiveness and school 


effectiveness. 


Important Bases of Influence 
In the last question, the principals were asked what contributed 
most to their level of influence. Some edited responses are reported 
below followed by a list of observations to summarize the nature of 
the data. 


1. Perhaps what contributes most to my level of influence is 
the position and how well | fill that position as principal. 
lf teachers perceive that | am filling the position well, 
then my influence would be that much greater with them. 
But just the name 'principal' gives some influence, no matter 
how good or poor you are. 


2. [Trying to show people understanding] is the key to any type 
of leadership in an area that has a lot to do with people. 
If you can treat them in a humane, fair, and just way, you 


will get the same in returns..." Therefore, they arevprepared 
to back me up, .. . listen to me, and take my guidance and 
direction. . . +. You can't . . . pretend that ‘you know it all 
and can do it all, and [you can't] use your position as 
influence. . .. It iS a basic understanding between human 
beings. 

3. The ability to get along with people. It doesn't matter how 


much brain you have, if you cannot get along with the staff 
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that you have then you might as well shut it down, because 
they will not cooperate with you. 


Observations 


1. The principals answered this question with a fair degree of 
certainty; most responses were relatively brief and to the point. 

2. Four principals identified being able to maintain a close 
working relationship with people, winning their support and trust 
through showing understanding and interest in them, as their most 
important base of influence. 

3. Three others identified an honest, open approach, ''forthright- 
ness,'' or ''integrity'' in dealing with people. 

4. The principal who identified the ''position'' of the principal 
as the most important base of influence suggested that ''filling the 
position well'' would increase the level of influence derived from the 
position. 

5. One principal stated quite simply that ''a good mesh of theory 
and experience'' contributed most to level of influence. This was 
interpreted to mean a combination of professional training and 
experience. 

6. Finally, one principal explained that the most important 
base of influence was making certain that definitions of the roles of 
the principal, teachers and students and expectations were made clear 


to students, teachers and parents. 
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Impressions 


The researcher gained several impressions, during the interviews 


and the analysis of the interview data, that seemed worthy of reporting. 


The most definite impression was that the interview respondents 
demonstrated a generally positive attitude toward their role as a 
high school principal. All but one of the principals were obviously 
enthusiastic about their role; they became more animated as they 
spoke about their work with students and teachers and about their 
responsibilities as a leader. No principals expressed any signs of 
discouragement, anxiety or hopelessness and when they described their 
greatest source of dissatisfaction they did not do so in a negative, 
complaining manner. 

Another impression was that the respondents seemed to enjoy 
the interview—in fact, two respondents stated that they had enjoyed 
completing the questionnaire. Their sense of enjoyment was possibly 
from the fact that the interview and the questionnaire caused them 
to ''look inside!’ themselves. In answering the questions, they had to 
identify and evaluate their own motives, beliefs, values and rewards. 
As one principal stated before the interview, ''completing the 
questionnaire was a very useful exercise because it made me look at 
myself." 

Finally, the researcher was struck by the apparent ditt teuiry 
that some of the respondents had in explaining what leadership meant 
to them. All of the respondents were able to express, at some point, 
their meaning of leadership, or to describe their behavior as a 
leader, but some required considerable time to formulate and express 


their thoughts. 
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Summary 


The ten interview respondents described what gave them the most 
job satisfaction and dissatisfaction, what sense of accomplishment and 
leadership meant to them, and what contributed most to their level of 
influence. Also they tried to compare, quantitatively, leadership 
effectiveness and school effectiveness, and the effect of these 
variables on job satisfaction of teachers and staff morale. 

Most of the principals gained their greatest job satisfaction 
from ''students'’; from working with students and seeing positive outcomes 
for them. More than half gained much satisfaction from seeing a high 
level of satisfaction among teachers or high staff morale. Two other 
principals gained their greatest satisfaction from being able to make 
changes, to make the school better, and one other from instituting 
policies or regulations that satisfy students and teachers. 

Persons or groups outside the school and teachers were major 
sources of job dissatisfaction for half of the interview respondents. 
Sometimes superordinates, school trustees, Department of Education 
Ofricrals, or their policies, caused dissatisfaction, as did teachers 
who were unhappy, uncooperative or unprofessional. Only one principal 
mentioned students as a source of dissatisfaction—students who are 
unhappy and unsuccessful. Two principals were not dissatisfied and, 
therefore, had no major sources of dissatisfaction. 

At least half of the interview respondents related sense of 
accomplishment to ''teachers,'' in seeing that teachers were satisfied, 
or in establishing conditions and an atmosphere in which teachers and 


students could work effectively. Principals related sense of 
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accomplishment to student outcomes, community acceptance of the school, 
and in serving as a ''steward.!! 

Six principals saw leadership as working effectively with people, 
sharing responsibilities, drawing out the best in people, and estab- 
lishing close relationships. Leadership was not the "'exercise of 
authority'' or a strict superordinate-subordinate relationship for any 
Gi the principals. 

All but one of the interview respondents felt that their effective- 
ness as. a) leader is a strong indicator of their school's erfectiveness. 
At least half felt that job satisfaction of individual teachers and 
staff morale are strong indicators of both leader effectiveness and 
school effectiveness. 

Seven principals identified their way of working with people as 
their most important base of influence: four emphasized winning 
Support and trust through showing understanding and interest, and 
three emphasized integrity or being honest and forthright. The other 
three identified the position of principal, a combination of pro- 
fessional training and experience, or establishing clear role 
definitions and expectations as their most important base of influence. 

During the interviews and the analysis of the data, the 
researcher gained at least three impressions. First, the interview 
respondents were enthusiastic about their role as principal; second, 
they enjoyed the interview as a way of "looking at themselves''; and 


third, defining or describing leadership was somewhat ditt i cult ho 


some principals. 
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CHAPTER 7 


Discussion of the Findings and Conclusions 


Chapter 7 provides a discussion of the findings from the analyses 
of the quantitative and qualitative data and presents the conclusions. 
The conclusions were formulated through assessment and interpretation 
of the data, with special attention being paid to the relevant 
theoretical positions and research findings reviewed in Chapter 2. 

The discussion follows the order used in reporting the statistical 
analysis of the questionnaire data (Chapter 5), which was determined 
by the sequence of research questions of the study. The qualitative 
findings are discussed as they relate to the pertinent quantitative 
findings—the purpose of collecting the qualitative data was to 


provide insights into the nature of the quantitative data. 


Discussion and Conclusions 

Level of Overall Job Satisfaction 

The generally high level of overall job satisfaction of the 
respondents, together with a response rate of 86 percent, led to the 
conclusion that the high school principals of Alberta were quite 
satisfied with their work at the time the data were collected, and 
the frequency and level of job dissatisfaction were minimal. 

Implicit in the opening comments of the thesis was the expectation 
that low levels of job satisfaction existed among high school 
principals; however, the problems and restraints faced by the 


principals at the time did not seem to be producing the low levels 
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of job satisfaction anticipated. Although the levels of overall job 
satisfaction were quite high, the levels of satisfaction with a few 
particular facets were somewhat lower. To analyse and discuss these 
levels of facet satisfaction was beyond the purpose of this study 
but the levels may be observed in Appendix E. 
Perceptions of Qverall School 

Effectiveness 

Generally, the high school principals of Alberta perceived the 
overall effectiveness of their school to be quite high. Their 
perceptions were higher than expected at a time when high school 
effectiveness was being questioned publicly and educational leaders 
outside of schools were striving to increase it. 

Perceptions of Overall Leader 
Effectiveness and Level of 
influence: 

Generally, the principals perceived that their overall effective- 
ness as a leader and their level of influence were quite high. No 
respondents perceived that they were ineffective and had no influence 
or only a slight level of influence. Leader effectiveness was 
expected to correspond very closely with level of influence because 
the two variables are so closely related conceptually. This strong 
relationship was supported by the Pearson product-moment correlation 


coefficient (0.54) between the two variables. 
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eh erall School Pet rect iveness, Leader 
Eltectiveness “and! Level of influence 

The relationships between overall job satisfaction and each of 
the major variables are defined in the following statements: 

1. A direct relationship exists between the overall job 
satisfaction of high school principals and their perception of their 
school's overall effectiveness. 

2. A direct relationship exists between the overall job 
satisfaction of high school principals and their perception of their 
overall effectiveness as a leader. 

3. A direct relationship exists between the overall job 
satisfaction of high school principals and their perception of their 
overall level of influence. 

These three conclusions were drawn because the Pearson product 
moment correlations used to test the strength of the relationships were 
substantial and positive. The strongest relationship was between 
overall job satisfaction and overall school effectiveness (nes TO AN 
and the weakest was between overall job satisfaction and overal] level 
of influence (r = 0.32). These relationships were measured using 
single overall scores for each variable. Consideration of these 
relationships in a broader sense occurs near the end of this chapter, 


after the nature of each major variable has been discussed. 
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Nevertheless, one important observation is now appropriate. The 
respondents were able to provide these ''overal]!! scores; they were 
able to rate their overall job satisfaction and their perceptions of 
the school's overall effectiveness, their overall effectiveness as a 
leader, and their overall level of influence. Although four respon- 
dents did not rate their overall level of influence, no respondents 
demonstrated or mentioned a concern about not being able to rate these 
variables. 

Relationships between Overall Job Satisfaction 
and Selected Organizational and Personal 
Characteristics 

Organizational characteristics. The following relationships 
were obtained between overall job satisfaction and selected organiza- 
tional characteristics of schools: 

1. principals of city high schools were substantially more 
satisfied with their job than were principals of rural or town high 
schools; 

2. principals working in separate district and public district 
school systems were substantially more satisfied than were principals 
in division or county school systems; 

3a unOEincipalseef schools with grades 10 through 12 wege sub 
stantially more satisfied than were principals of schools with grades 
Jucnrough 25. and 

4. principals of the largest schools (1,500 or more students) 
were substantially more satisfied than were principals of the smallest 


schools (fewer than 500 students). 
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Valid assessment of these findings with respect to the literature 
was impossible because research on individual differences is inconsis- 
tent and inconclusive, according to Gruneberg (1980) and Landy and 
Trumbo (1980). Also, valid assessment was very difficult because 
these organizational variables were not independent of each other; for 
example, all of the largest schools (defined by enrollment) were also 
city schools and, therefore, public district or separate district 
schools-—thus, the size of the school may not be related to overall 
job satisfaction. As expected, definitive conclusions about the 
relationships between overall job satisfaction and organizational 


eharacteristitcs of schools could not be formulated. 


Personal characteristics. Two substantial relationships were 
identified between overall job satisfaction and selected personal 
characteristics. First, principals who were 50 years or older were 
substantially more satisfied than those who were 30 to 39 years old: 
also, the level of overall] job satisfaction increased incremental ly 
from the youngest to the oldest group of principals, which supported 
further the conclusion that the overall job satisfaction of high 
school principals 6 directly related to their age. Second, principals 
with five or more years in their present position were substantially 
more satisfied than principals with three or less years, which 
supported the conclusion that the overall job satisfaction of high 
school principals is directly related to their years of experience in 
thene pos Lion. 

These two conclusions were mutually supportive and could be 


readily explained. Principals who are older and have more years of 
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experience in their position may reasonably be expected to have more 
confidence, expertise and understanding than do young principals who 
have only a few years of experience in their position. “Also, 
principals who have been in their position for five or more years 
probably are able to see some more tangible accomplishments; that 
many years may be needed to reach administrative goals. 

No conclusion could be drawn about the relationship between the 
overall job satisfaction of high school principals and their sex. 
It would have been unreasonable to compare the mean level of satis- 
faction of six female principals to that of 127 male principals. 

No substantial relationship was obtained between the overall] 
job satisfaction of high school principals and the number of graduate 
courses they have completed in educational administration. No 
reasons were obvious to explain this absence of a relationship, or 
this lack of support for the assumption that completing courses in 
educational administration should increase the professional expertise 
and confidence of administrators and, therefore, their level of job 
satisfaction. Also, if this assumption was rejected in favor of the 
assumption that administrators take courses in educational administra- 
tion to increase their status, financial rewards and opportunities for 
advancement, then the findings also did not support this assumption; 
status, financial rewards and opportunities for advancement are facets 
of job satisfaction and increased satisfaction in these facets 


should have resulted if the assumption was correct. 
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The Nature of Overall Job Satisfaction 


Three sets of data were used to Study and describe the nature of 
overall job satisfaction: (1) the best predictors identified in the 
regression analysis, (2) the interview data on job satisfaction, 
dissatisfaction and sense of accomplishment, and (3) the relevant 
comments made by principals at the end of the questionnaire. In 
formulating the conclusions below, the findings from this study were 
related to those from the other studies of job satisfaction reported 
in the literature review (Chapter 2). 

The strongest predictor of overall job satisfaction, ''sense of 
accomplishment as an administrator,'' is discussed first, then the 
other important predictors and the most important sources of job 
satisfaction and job dissatisfaction are discussed. Finally, general 
conclusions to describe the nature of overall job satisfaction are 


reported. 


Sense of accomplishment. In the stepwise multiple linear 
regression, sense of accomplishment as an administrator contributed 
43 percent of the variance of overall job satisfaction: the 
Pearson product moment correlation between these two variables 
was 0.66. Locke (1976:1320) noted that numerous researchers 
identified sense of accomplishment as an important determinant of 
job Satisfaction and, im particular, lannone (1973) »3 Schmidt. (1976) 
and Rice (1978) identified it as a determinant of job satisfaction of 
principals; however, little effort had been made to discover what 


sense of accomplishment meant. 


lt was noted in Chapter 5 that sense of accomplishment correlated 
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highly with these facets: 

1. recognition by others; 

2. social position in the community; 

3. competence of teachers in handling professional duties 
external to their classrooms; 

4. attitudes of teachers toward change; and 

De eStart morale, 

Also, these facets were not identified in this study as important 
predictors of overall job satisfaction, which meant that they were 
included, through high intercorrelation, in one or more of the 
important predictors. 

This evidence suggested at least two variables that are related to 
the sense of accomplishment of principals. The first two facets in the 
list suggested that ''recognition'' is a variable, because social position 
in the community is a form of recognition. The other three facets in 
the list suggested the second variable: each of these is an aspect of 
teachers! performance or behavior that is quite easily perceived by 
principals. In the types of direct contact that principals experience 
with teachers—many types of meetings, inservice programs, parent-teacher 
programs, and extra-curricular actiVities—principals are likely to 
develop very definite perceptions of staff morale, attitudes of teachers 
toward change, and their competence in handling professional duties 
external to their classrooms. In these areas of working with teachers, 
in settings external to the classrooms, principals may feel that they 
affect more easily or tangibly the attitudes and performance of 
teachers. Thus, ''the attitudes (morale) and performance of teachers 


in professional activities external to their classrooms'' seemed to be 
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another variable that is related to the sense of accomplishment of 
principals. Support that these two variables are related to sense of 
accomplishment was found in the interview data on sense of accomp]ish- 
ment. 

Three interview respondents specifically related sense of 
accomplishment to positive feedback, about themselves or the school, 
which supported ''recognition'' as a factor affecting sense of accomplish- 
ment. Another interview respondent related sense of accomplishment to 
establishing community acceptance of the school] and its unique 
philosophy, which also was seen as a form of recognition. 

At least half of the interview respondents sensed accomplishment 
in seeing that teachers were happy or satisfied with their jobs, or 
in establishing conditions and an atmosphere in which teachers and 
students could work effectively. Two other principals sensed 
accomplishment in effecting change, in serving students and teachers 
as a facilitator or ''steward.'' All these principals sensed accomplish- 
ment from the attitudes of teachers and students and from seeing that 
teachers and students were able to perform effectively because of 
their efforts. 

Some principals referred to the attitudes and performance of 
both teachers and students in explaining what sense of accomplishment 
meant to them but two principals related their sense of accomplishment 
specifically to student outcomes— the success of students in post- 
secondary institutions and seeing individual students grow to maturity. 
This directly added support to student performance being a variable 


that affects sense of accomplishment and indirectly added support to 
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teacher performance as another key variable. 

All of this evidence supported the conclusion that the sense of 
accomplishment of high school principals is strongly related to 
(1) recognition by others and (2) the attitudes (morale) and perfor- 
mance of teachers and students. lanonne (1973), Schmidt (1976) and 
Rice (1978) identified both sense of accomplishment and recognition 
as important sources of job satisfaction of principals, but they did 


not consider a possible interdependence between the two variables. 


Other important predictors. The second most important predictor 
of overall job satisfaction was "'effect of job on your personal 1ife!! 
which correlated highly with the following facets, especially the 
Tirst two: 

1. number of hours required to work; 

Zoe tecodn ition by <others: 

3. sense of accomplishment as an administrator; 

4, fringe benefits under the contract; and 

5. the way in which consultation between board and teachers 
concerning working conditions is conducted in your school system. 
Theeeerst cand the last two stacets: in this list describe tthe physical 
benefits and conditions of the job (excluding salary). The other two 
facets, recognition and sense of accomplishment, were seen as the 
more psychological ''benefits'' or rewards that are carried over to the 
personal |ives of principals. Thus; the important predictor of 
overall job satisfaction, ''the effect of the job on your personal 
life,'' was related to the physical benefits and conditions of the 


job (excluding salary) and to the recognition and sense of accomplishment 
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that carry over to the personal life. Strong evidence did not exist 

in the literature to support the importance of this finding. Mixed 
support was found in the studies of Schmidt (1976), Rice (1978) and 
Bacharach and Mitchell (1983) who identified physical benefits and 
conditions of the job as sources of dissatisfaction, af mot 

effectively present, or as hygiene factors under Herzberg's Motivation~ 
Hygiene Theory. 

The facet ''your working relationships with teachers'! was somewhat 
important sasva predictor of overall job satisfaction. This predictor 
is discussed below, as an aspect of interpersonal relationships, 
because several of the interview respondents emphasized it in 


describing their greatest source of job satisfaction. 


Greatest sources of job satisfaction. Most of the interview 


respondents gained their greatest job satisfaction from working with 
students and seeing positive student outcomes. More than half of 

them also gained much satisfaction from working with teachers or 
seeing a high level of staff morale. Two others gained their greatest 
job satisfaction from being able to make changes to make the school 
better. Generally these sources of greatest job satisfaction of the 
principals were very similar to the factors that contributed to their 
sense of accomplishment, yet there was one different dimension. 
Principal-teacher relationships and principal~student relationships 
were definitely expressed as sources of job satisfaction. But when 
the principals described what sense of accomplishment meant, they did 
not speak specifically about interpersonal relationships with students 


and teachers; they spoke about the attitudes and performance of 
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teachers and students. This finding could mean that some principals 
feel very satisfied working with teachers and students without feeling 
a sense of accomplishment from these positive interpersonal relation- 
ships; their sense of accomplishment comes from observing that teachers 
and students have favorable attitudes toward the principal and/or the 
school and that they are performing well. 

The importance of interpersonal relationships and/or relationships 
Witpe teachers as Sources of Job satistaction tor principals partially 
supported Rice's (1978) findings in his study of principals in Alberta. 
Rice (1978) identified "relationships with teachers'! as both a source 
of satisfaction and a source of dissatisfaction and he identified 
interpersonal relationships with peers, subordinates and superordinates 
as a greater source of satisfaction than dissatisfaction. Recently, 
Friesen, Holdaway and Rice (1983:53) have discussed how Rice's findings 
with respect to interpersonal relationships somewhat contradicted 
Schmidt's (1976) finding that interpersonal relationships were major 
sources of dissatisfaction for educational administrators. They 
stated that ''probably the discrepancy can best be explained by 
realizing that for a chief executive officer, such as a school 
principal, the central part of the work continually involves dealing 
with people.'! 

In their additional comments at the end of the questionnaire, 
several principals clearly demonstrated that interrelationships or 
working with teachers and students were important sources of job 
satisfaction. Recognition and making changes for school improvement 


were also identified in the additional comments about job satisfaction, 
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which suggested again, implicitly, that sense of accomplishment is 


closely related to job satisfaction. 


plies Lest sources (of Jeb dissatisfaction, Persons ior groups oF 
persons outside the school, for example, superordinates and parents, 
were sources of greatest dissatisfaction for half of the: interview 
respondents; persons outside the school were not sources of satisfac- 
tion. Teachers who were dissatisfied and/or not performing effectively 
were also sources of dissatisfaction for half of the interview respon- 
dents. One principal spoke about unhappy students who were not 
performing well as a source of dissatisfaction. Thus, there was some 
evidence that the attitudes and performance of teachers and students 
were sources of job dissatisfaction. 

In this study it was difficult to draw any sound conclusions about 
the nature of job dissatisfaction and its relationship to overall job 
satisfaction because the high school principals in the study were 
quite highly satisfied. No respondents to the questionnaire were even 
moderately dissatisfied, overall, and two of the ten interview respon- 
dents reported no major sources of job dissatisfaction. Eight 
principals described their feelings of job dissatisfaction at the end 
of the questionnaire; generally these comments were similar to those 


of the interview respondents. 


General conclusions. Several conclusions about the nature of 
overall job satisfaction were drawn from the evidence above. 
The best predictor of overall job satisfaction, "sense of 


accomplishment,'! is a general or ‘umbrella term which covers several 
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facets of satisfaction. The complex nature of sense of accomplishment 
was demonstrated by its being strongly related, Statistically, co 
numerous other facets of satisfaction. In spite of the complex inter- 
relationships with other facets, the sense of accomplishment of high 
school principals was most strongly related to two variables: 
(1) recognition by others and (2) the attitudes (morale) and perfor- 
mance of teachers and students. 
jhe second best predictor of overall) job satistaction, ‘the 
effect of the job on your personal life,'' was related to (1) the 
physical benefits and conditions of the job (excluding salary) and 
(2) the psychological rewards, such as recognition and sense of 
accomplishment, that carry over to the personal life of a principal. 
The third best predictor of overall job satisfaction, ''your 


'' was strongly supported as an 


working relationships with teachers, 
important source of job satisfaction by the interview respondents, 

as was a more general term, interpersonal relationships with teachers 
and students. 

The attitudes and performance of teachers and students were also 
sources of job dissatisfaction-—as well as being variables that 
strongly affected sense of accomplishment. Persons or groups of 
persons outside the school were important sources Of jopmdissatns- 
faction but not job satisfaction. 

Finally, these insights into the nature of overall job satisfac- 
tion were supportive of the theoretical position adopted in this study 


and generally supportive of other research findings (Chapter 2). Sense 


of accomplishment, recognition and interpersonal relationships have 
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been identified by other researchers as important sources of job 
satisfaction. The overall job satisfaction of high school principals 
results from their affective reactions to particular facets of their 
job and certain facets contribute more than others. More insights 
into overall job satisfaction and theoretical considerations are 


discussed when they are related to the other major variables in this 
Study. 
Important Indicators of Overall 

School Effectiveness 

Two sets of data were used to study and describe the important 
indicators of overall school effectiveness: (1) the best predictors 
identified in the regression analysis and (2) the most important 
indicators listed by respondents in the questionnaire. 

The best predictor of overall school effectiveness, ''the effective- 
ness of teachers and administrators in handling unexpected overloads of 
work or emergencies,'' contributed 31 percent of the variance of the 
criterion variable. The other two important predictors were ''the 
effectiveness of teachers and administrators in demonstrating a 
professional and caring attitude" and ''the effectiveness in providing 
students with satisfactory skills in language.'' Some support that 
these variables are the best predictors could have been obtained from 
the review of the literature on organizational effectiveness. For 
example, the three predictors correspond to three different indicators 
of effectiveness described by Miskel et al. (1979); the best predictor 
corresponds to flexibility, the second corresponds at least implicitly 


to adaptability, and the third corresponds to productivity. However, 
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the best predictor identified statistically was not supported by the 
analysis of the verbal data listing the most important indicators of 
high school effectiveness. The two sets of data presented a contra- 
dvetion. 

When principals listed the three most important indicators of a 
high school's effectiveness they could choose any items from the 
School Effectiveness instrument. The best predictor from the 
regression analysis was one of the two items not chosen by any respon- 
dents. Furthermore, none of the ''other'' verbal responses produced any 
indicators that even resembled ''the effectiveness of teachers and 
administrators in handling unexpected overloads of work or emergencies.'' 
Apparently, this item had proved to be the strongest predictor in the 
regression analysis for some reason other than it being the most 
important indicator of school effectiveness. 

The reason put forward to explain this phenomenon was found in 
the nature of the item itself compared to each of the other items in 
the School Effectiveness instrument. ''The effectiveness of teachers 
and administrators in handling unexpected overloads of work or 
emergencies'' appeared to be the most ''perceivable'' or ''measurable'! 
item in the instrument; this item recalled situations that likely 
made a strong psychological impact. When principals experienced 
"unexpected overloads of work'' or ''emergencies'' they likely retained 
quite definite perceptions of how effectively the situations were 
handled. The item might be too ''strong'' simply because of the term 
"emergencies''; it might be described as one that generated more 


emotion than any other item in the instrument. Thus, the measurement 
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of principals' perceptions of their school's overall effectiveness may 
have been too strongly affected by this item. Although the item was 
the best statistical predictor of overall] school effectiveness, it 

was not concluded that it is the most important indicator of school 
effectiveness. 

The other two important predictors from the regression analysis 
were supported by the verbal data. ''The effectiveness of teachers and 
administrators in demonstrating a caring and professional attitude'! 
was chosen from the instrument by 23 percent of the respondents and 
seven other principals defined a ''new'' indicator which was very similar, 
"The effectiveness in providing students with satisfactory language 
skills'' was chosen from the instrument by 5 percent of the respondents 
but a closely related and more general indicator, ''academic achievement 
or achievement in post-secondary institutions'' ranked third in level of 
importance in the final list of indicators. 

The principals in this study identified the following indicators 
of high school effectiveness as being the most important; they are 
his Leda Oder On pRIori ty: 

lin Satisotaction, morale, or “spinit! of students andeteachers; 

2. academic achievement in post-secondary institutions; 

3. satisfaction or supportive attitude of parents or community; 

Lh ipirepanagion of students to be responsible citizens; 

5. caring, professional attitude of competent teachers; and 

6. preparation for employment. 

Because this ''final'' list from the data analysis was a combination of 


items from the instrument and ''other'! items, it corresponded reasonably 
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well to the School Effectiveness instrument. Generally, this final 
list focused on student outcomes although the satisfaction and morale 
of teachers and students was the most important indicator. This 
latter point was a departure from the literature on school effective- 
ness and, therefore, from the School Effectiveness instrument. Very 
few writers had listed teacher or student satisfaction and morale as 
indicators of school effectiveness: Lawler et al. (1980:6) saw ''the 
human impact of the system on its individual members''! as a dimension 
of organizational effectiveness and Miskel (1982) saw job satisfaction 
as an indicator of school effectiveness. Also, the leadership 
effectiveness of the principal, an important indicator of school 
effectiveness in the literature—e.g., Murphy et al. (1983) and 
Edmonds (1982)—which was omitted from the instrument, was not 
identified by the respondents in their listing of important indicators. 
In an effort to understand these departures from the literature, 
the interview respondents were asked if they felt that the job satis- 
faction and morale of teachers were indicators of school effectiveness 
or leader effectiveness, and if their effectiveness as a leader was an 
indicator of their school's effectiveness. Generally, a majority of 
these ten principals felt that the job satisfaction of individual 
teachers was a fairly strong indicator of school effectiveness and 
leader effectiveness: six principals definitely felt that staff morale 
issarstrong indicator of both school effectiveness and leader effective- 
ness. Nine principals felt quite definitely that their effectiveness 
as a leader was an indicator of their school's effectiveness: this 


finding supported the high positive correlation score (0.51) between 
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overall school effectiveness and overall leader effectiveness. 


Concluding comment. The most important conclusion from the 
analysis of the school effectiveness data was the Prionity, | fsting oF 
important indicators of high school effectiveness as perceived by the 
respondents. Perhaps of equal importance was the discovery of the 
discrepancy with respect to the best statistical predictor between 
the questionnaire data and the interview data. The existence of 
such a discrepancy emphasized the usefulness of having two different 
types of data to make comparisons. This usefulness of comparing 
different sets of data was also demonstrated in the mutual support for 
the strong relationship between school effectiveness and leader 
effectiveness. 

Important Indicators of Overall 
Leader Effectiveness 

Three sets of data were used to study and describe the important 
indicators of overall leader effectiveness: (1) the best predictors 
identified from the linear regression analysis, (2) the interview data 
on leadership, and (3) the few comments on principal effectiveness at 
the end of the questionnaire. 

Theibest predictor of overall leadersetrectiveness, "effectiveness 
in making decisions," contributed 30 percent of the variance; 
"effectiveness in increasing the job satisfaction of individual 
teachers'' was the other important predictor. It was difficult to 
build a case from the literature to support effective decision-naking 
as the best predictor of overall leader effectiveness, especially using 


the literature on leader effectiveness of principals. As in the case 
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of the best predictor of overall school effectiveness, ''effectiveness 
in making decisions'' appeared to be the most ''measurable'' or most 
"perceivable'' item in the Leader Effectiveness instrument. Principals 
likely had a more definite perception of how effectively they make 
decisions; the positive or negative consequences and feedback after 
they made a decision were likely quite immediate and observable. Thus, 
it was not concluded that effectiveness in decision-making was the 
most important indicator of a principal's leader effectiveness, 
although it was the best statistical predictor of overall leader 
effectiveness. 

The interview data did not support effective decision-making as 
the best predictor of leader effectiveness but it did support it as 
an important indicator. One principal mentioned decision-making as 
an aspect of effective leadership and another principal emphasized 
it as one of two important functions of leadership. 

The interview data supported, implicitly, the other important 
predictor from the regression analysis. The importance of "'effective- 
ness in increasing the job satisfaction of individual teachers'' was 
implied in the emphasis in working with teachers, sharing responsi- 
bility, and being a good listener who can help or solve problems. 

The "'best'' or ''most important'' indicators of leader effectiveness 
could not be clearly identified from the three sets of data on leader- 
ship. Rather, the following important indicators were identified, 
without any ranking according to level of importance: 

1. working collegially with teachers (sharing leadership 


functions); 
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2. effective decision-making; 

3. demonstrating an interest in and concern for people; and 

4. directing others to reach goals. 

Generally, this list of important indicators of leader effective- 
ness was supported by the literature—e.g., Stogdill (1974) and 
Steers (1977)—yet some important indicators were missing. The high 
school principals in this study did not speak about curriculum and 
instruction, the need to clearly define academic goals, or the need 
to establish performance standards for teachers. The emphasis in the 
literature on instructional leadership, by writers such as Leithwood 
(1982), Smyth (1982), and Rutherford, Hord and Huling (1983), was not 
congruent with the emphasis demonstrated by the interview respondents; 
they emphasized working with and for teachers to establish positive 
relationships. The Leader Effectiveness instrument was perhaps weak 
in the area of instructional leadership, yet this did not explain why 
the interview respondents did not demonstrate an awareness of the 


aspects of instructional leadership as defined in the literature. 


Important Bases of Influence 

Two sets of data were used to study and describe the important 
bases of influence for high school principals: (1) the best predictors 
of overall level of influence from the regression analysis, and 
(2) the interview data on level of influence. 

The best predictor of overall level of influence, "personal 
qualities and characteristics," contributed 26 percent of the variance; 
"expertise as an administrator'' was the other important predictor. 


This finding was supported implicitly by the interview data. 
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As their most important base of influence, four principals 
emphasized winning support and trust through showing understanding 
and interest, and three emphasized being honest and forthright; 
the importance of ''personal qualities and characteristics'' was implicit 
in these bases of influence. Also, "expertise as an administrator'! 
was implicit in these bases of influence. Furthermore, one principal 
identified a combination of professional training and expertise as an 
important base of influence, which corresponded closely to expertise 
as an administrator. Thus, the following bases of influence were 
chosen as the most important for high school principals: 
1. personal qualities and characteristics; 
2. ways of working with people to build positive interpersonal 
relationships; and 
3. expertise as an administrator. 
Relationships between Selected Facets of 
Job Satisfaction and Selected Criteria 
Or Bases of SchoolEffectiveness, 
EesdemeEeriectiveness sand) Level 
of Influence 
In Chapter 5, numerous relationships between selected facets of 
job satisfaction and selected criteria or bases of school effectiveness, 
leader effectiveness and level of influence were reported from the 
correlation analysis. Several of these were expected because items in 
the Job Satisfaction instrument were very similar to particular items 
in the other instruments. The relationships which were useful in 


understanding the nature of the relationships among the major variables 


are reported below. 
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Facets of job satisfaction and criteria of schoo] effectiveness. 


The important facet, sense of accomplishment, was strongly related to 
principals' perceptions of their school's overal] effectiveness, the 
effectiveness of teachers and administrators in adapting to change, 
evaluating students according to clearly defined standards, communi- 
cating clear goals, and linking the curriculum to these goals. Sense 
of accomplishment was not as strongly related to the outcomes for 
students; for example, achievement of students in post-secondary 
institutions. These findings could be supported by what is known 
abOutstherrole sof princi palse, “hese criteria of school, effectiveness, 
excluding overall school effectiveness, which were related to sense 
of accomplishment are linked to important functions of principals, 
functions which involve principals directly with teachers. Principals 
must work with teachers to make changes, define clear standards of 
evaluation, communicate clear goals and link the curriculum to the 
goals. In comparison, principals are not as directly involved with 
teachers in ensuring positive student outcomes; thus, they do not feel 
as directly responsible for student outcomes. 

Principals’ perceptions of ‘'the effectivenesstof teachers jand 
administrators in demonstrating a caring and professional attitude’ 
were strongly related to these facets of satisfaction: 

1. your working relationships with teachers; 

2. the teaching competence of teachers; and 

Bemethe morale,of the scant. 

This provided further evidence that the principals: believed in 


promoting positive, trusting relationships among students, teachers 
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and administrators and that they wanted all persons in the school to 
feel good about being there. 

Satisfaction with ''the teaching competence of your teachers'' was 
strongly related to perceptions of these effectiveness items as well 
as the effectiveness of teachers and administrators in demonstrating 
a caring and professional attitude: 

}. overall effectiveness of the school; 

2. effectiveness of teachers in evaluating students according 
to clearly defined standards or expectations; and 

3. effectiveness of teachers and administrators in handling 
unexpected overloads of work or emergencies. 

Satisfaction with the teaching competence of teachers was not strongly 
related to the ''student outcome'' items, those related to language and 
mathematics skills, preparation for employment, and success in post- 
secondary institutions. No definite explanation of this phenomenon 

was found. but the satisfaction of principals with the teaching 
competence of teachers was possibly most strongly related to effective- 
ness items which they could perceive or ''measure'' more clearly than 

the student outcome items. Perhaps the student outcome items were too 


Naif icult tor principals to rate accurately. 


Facets of job satisfaction and criteria of leader effectiveness. 


Satisfaction with sense of accomplishment was strongly related to 
one-half of the criteria of leader effectiveness: 

1. effectiveness in increasing staff morale; 

2. effectiveness in working with teachers and in-school adminis- 


trators either to change or develop policies; 
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3. overall effectiveness as a leader; 

4. effectiveness in increasing the job satisfaction of individual 
teachers; and 

5. effectiveness in improving the performance of teachers. 
In other words, the sense of accomplishment felt by principals was 
strongly related to the leader effectiveness items that referred to 
teachers, or to those areas in which the principal works with teachers 
and makes an effort to increase their satisfaction, morale and 
performance. Once again, evidence pointed to the importance of 


positive working relationships with teachers and high staff morale. 


Facets of job satisfaction and bases of influence. No facet of 
job satisfaction correlated (r > 0:40) highly with any bases of 
influence. As expected, the highest correlation (r = 0.36) was 
between satisfaction with the authority of the principal's position 
and the level of influence derived from the authority of the position. 
This absence of high correlations could not be explained. It was 
reasonable to expect that a few could be found; for example, a high 
correlation between ''sense of accomplishment as an administrator'! 
and ''the influence derived from your expertise as an administrator'' 
could have been explained reasonably well. Perhaps the items in the 
Level of Influence instrument were not measuring perceptions that were 
similar tovany facets of satisfaction or, perhaps, the’ term “int luence™ 
was not a common term in the vocabulary of principals. The use of 
"influence'’ or ''power'' as an important variable in this study was 
based partially on the position of Winter (1973) and McClelland (1975) 


that leaders are motivated by a need for influence with others, a need 
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to direct others toward certain goals. The principals did not demon- 
Strate this ''power motive!’ in this Study. 
The Nature of the Relationships between 


Job Satisfaction and Each of the 
Major Variables 


As reported early in this chapter, direct relationships between 
overall job satisfaction and principals' perceptions of overall school 
effectiveness, leader effectiveness and level of influence were 
identified. However, little could be said about the nature of these 
relationships until more information about each variable was available. 
The general conclusions below were based on the relevant findings 
discussed previously in this chapter. 

The facet ''sense of accomplishment as an administrator'' proved to 
be a key to understanding the nature of the relationships between the 
job satisfaction of high school principals and their perceptions of 
their school's effectiveness and their effectiveness as a leader. This 
"best predictor'' of overall] job satisfaction was related to many other 
facets of job satisfaction and to numerous criteria of school effective- 
ness and leader effectiveness. Generally, sense of accomplishment was 
related to those criteria of school effectiveness and leader effective- 
ness which measured the effectiveness of principals working directly 
with teachers and which measured the level of positive interpersonal 
relationships and staff morale. Also, it was directly related to 
overall school effectiveness and overall leader effectiveness. It was 
not related to overall level of influence or any bases of influence. 

"Working relationships with teachers" was another key to under- 


Standing the relationships between job Satistactron and perceptions or 


i295 WiAwol 2%erso Soe ls @ 


. vit-m “grant” ebay sTewe 


wiy ‘eo 1036 om 


Ge upd, 


os 
” 


eti 


» ie 3100 "7 e poidtena: 7ee aa 
: ' var longa: Ch e% 

i tLeces oy? ootel av 

sgidend  selay- oniaiol 


v5 of ogi fone i 9675% Hy ont 


school effectiveness and leader effectiveness. ''Positive working 
relationships,'' an important predictor of job satisfaction, was 
explicitly and implicitly related to school effectiveness criteria, 
and implicitly related to leader effectiveness criteria. The 
principals demonstrated in several ways that positive interpersonal 


relationships with teachers were very important to them. 


Another factor, very similar in nature to working relationships 
with teachers, was "attitudes (morale) and performance of teachers.'! 
The attitudes and performance of teachers or the staff morale were very 
important sources of job satisfaction, and of job dissatisfaction to 
a lesser extent, and they were indicators of school effectiveness and 
leader effectiveness. Principals demonstrated an obvious concern 
that teachers should be satisfied in their work and that morale should 
be high if the school was to be effective. Students were also included 
in this factor as it related to school effectiveness; ''satisfaction, 
morale, or ‘spirit! of students and teachers'' was the most important 
indicator of school effectiveness. 

Finally, no particularly useful insights were found to describe 
the nature of the relationship between the job satisfaction of 
principals and their level of influence. ''Ways of working with people 
to build positive interpersonal relationships'' was one of the important 
bases of influence which was seen as a possible link between level of 


influence and job satisfaction. 
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Summary 

The conclusions were formulated through evaluation and interpreta- 
tion of the quantitative and qualitative data with attention to the 
relevant literature. The major conclusions are summarized below. 

The high school principals of Alberta were quite satisfied overall 
with their work, and the frequency and level of job dissatisfaction 
were minimal. Also, principals perceived the overall effectiveness of 
their school, their overall effectiveness as a leader and their overall 
level of influence to be quite high. Direct relationships between 
overall job satisfaction and each of these major variables were 
Supported by substantial correlation coefficients. 

Relationships were identified between overall job satisfaction 
and each of the following organizational or personal characteristics: 
school setting, type of school system, grades in school, size of 
school, age of principal and years of experience in present position. 
Principals of city high schools, separate or public schoo] districts, 
schools with Grade 10 to Grade 12, or the largest high schools (1,500 
or more students), or principals who were fifty years or older, or 
who had five or more years in their present position reported the 
highest levels of overall job satisfaction. 

Several insights resulted from interpretation of the data to 
describe the nature of overall job satisfaction of high school 
principals. The data on job satisfaction showed that two variables, 
"recognition by others'' and ''the attitudes (morale) and performance 
of teachers and students,'' are related to the sense of accomplishment 


of principals—sense of accomplishment was the best predictor of 
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overall job satisfaction. The important predictor, ?’ the terfrect (oT. 

the job on your personal life,'' was related to the physical benefits 
and conditions of the job (excluding salary) and to the recognition 

and sense of accomplishment that carry over to personal life. 'Jorking 
relationships with teachers'! was an important source of job satis- 
faction and the attitudes and performance of teachers and students were 
sources of both job satisfaction and dissatisfaction. These insights 
into the nature of job satisfaction were supportive of the theoretical 
position adopted in this study and were generally supportive of other 
research findings. 

The principals identified the following indicators of high 
school effectiveness as the most important in order of priority: 

lx Satisfaction, morale or "spirit" of teachers and students; 

2. academic achievement in post-secondary institutions; 

3. satisfaction or supportive attitude of parents or community; 

fy. preparation of students to be responsible citizens; 

5. a caring, professional attitude of competent teachers; and 

6. preparation for employment. 

Two departures from the literature on school effectiveness were 
discussed. First, ''the satisfaction and morale of teachers and 
students'' has not been an indicator of school effectiveness in the 
literature. Second, principals! effectiveness as a leader has been 
an important indicator in the literature but principals in this study 
did not list it as an indicator of their school's effectiveness. The 
interview respondents felt that their effectiveness as a leader was 


a strong indicator of their school's effectiveness. 
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''The effectiveness of teachers and administrators in handling 
unexpected overloads of work or emergencies'' was the best predictor of 
overall school effectiveness, from the regression analysis, but its 
importance was not supported by the literature or other findings in 
this study. An explanation of this discrepancy was discovered in the 
nature of the item itself compared to the other items in the School 
Effectiveness instrument. 

A similar type of discrepancy was discovered in the search for 
important indicators of leader effectiveness. The best predictor of 
overall leader effectiveness, "effectiveness in making decisions,'' 
was rejected as the most important indicator of leader effectiveness. 
The following important indicators of leader effectiveness were 
identified, without any ranking according to level of importance: 

1. working collegially with teachers (sharing leadership 
functions) ; 

2. effective decision-making; 

3. demonstrating an interest in and concern for people; and 

midirecting others to reach goals. 

The most important bases of influence for high school principals 
were: 

1. personal qualities and expertise; 

2. ways of working with people to win trust and support; and 

3. expertise as an administrator. 

Several facets of job satisfaction were related to certain 
criteria of school effectiveness and leader effectiveness but no 


facets were related to bases of influence. The facet ''sense of 
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accomplishment'' was related to the criteria of school effectiveness 

ana leader effectiveness which evaluated the effectiveness of principals 
and teachers working together. Generally, the relationships between 
facets and criteria demonstrated that positive working relationships 

and high staff morale were important to the principals. 

Some insights into the nature of the relationships between job 
satisfaction and each of the major variables were based on the relevant 
findings. The facet ''sense of accomplishment'' was a key to under- 
Standing the nature of the relationships because it was related to 
numerous other facets of job satisfaction, it was the best predictor 
of overall job satisfaction, it was strongly related to perceptions 
of overall school effectiveness and overall leader effectiveness, and 
to numerous criteria of school effectiveness and leader effectiveness. 
The facet ''working relationships with teachers'' was another important 
link between job satisfaction and perceptions of school and leader 
effectiveness. The factor "'attitudes (morale) and performance of 
tedchers'' was an important source of job satistaction (or dissatis= 
faction) and an important indicator of school effectiveness and leader 
effectiveness. No useful insights were obtained into the nature of 
the relationship between job satisfaction and perceptions of level of 


inf luence. 
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CHAPTER 8 


Summary and Implications 


This summary briefly describes the purpose of the study, the 
research methodology, the profile of the respondents, the major 


findings, and then reports the implications of the findings. 


The Purpose of the Study 


The purpose of this study was to investigate the extent to which 
the job satisfaction of high school principals in the Province of 
Alberta is related to selected individual characteristics and percep- 
tions of their school's effectiveness, their effectiveness as a leader 
and their level of influence. The intent was to study variables that 
are more related to the work behavior of leaders of organizations than 
to the work behavior of employees or subordinates. Two reasons were 
discussed to justify consideration of perceived school effectiveness, 
leader effectiveness and level of influence as important variables 
related *to the role of high school principals. 

First, the important determinant of job satisfaction, ''sense of 
accomplishment,'' was assumed to be associated with principals' percep- 
tions of school effectiveness and leader effectiveness. The con- 
siderable public and professional attention to the instructional 
leadership role of principals and to the effectiveness or ineffective- 
ness of today's public schools suggested that principals! perceptions 
of their effectiveness as a leader and the effectiveness of their 


schools should affect their sense of accomplishment and, therefore, 
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their job satisfaction. Second, the emphasis in the literature that 
level of influence is an important aspect of leadership suggested 
that principals’ perceptions of their level of influence should 
affect their sense of accomplishment. 

Three research questions which served as a guide for the study 
proposed direct relationships between the overal] job satisfaction of 
high school principals and their perception of (1) their school's 
overall effectiveness, (2) their overall effectiveness as a leader, 
and (3) their overall level of influence. The other research questions 
addressed (1) the relationships between overal] job satisfaction and 
selected organizational characteristics of schools and selected 
personal characteristics of principals, (2) the best predictors of 
overall leader effectiveness, (3) the bases of influence which con- 
tributed most to overall level of influence, and (4) the extent to 
which selected facets of job satisfaction were related to selected 
criteria of school effectiveness, to criteria of leader effective- 


ness, and to selected bases of influence. 


Research Methodology 

A questionnaire, containing instruments to measure the four major 
variables, was developed to collect data from the population of 155 
senior high school principals in Alberta. The Job Satisfaction instru- 
ment Was based on a section of Rice's (1978) questionnaire.” The 
instruments to measure perceptions of school effectiveness, leader 
effectiveness and level of influence were developed from the literature. 
These instruments contained numerous facets of satisfaction, criteria 


of school effectiveness, criteria of leader effectiveness, or bases of 
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influence, along with Single items to measure overall] job Seenetece on: 
overall school effectiveness, overall leader effectiveness or overal] 
level of influence. Six-point rating scales with no neutral point 
were used for all items except those in the Level of Influence 
instrument (four-point scale). Another type of question in the School 
Effectiveness instrument required an open response in which principals 
listed what they believed to be the most important indicators of high 
school effectiveness. 

The questionnaire was pilot-tested by six graduate students in 
Educational Administration who had experience as a high school 
principal. It was then distributed to the principals. The final 
response rate was 88 percent, but, because one questionnaire was 
rejected and two were late, 86 percent were used in the data analysis. 

Descriptive statistical methods—correlational analysis, linear 
regression analysis, and comparison of means—were used to examine 
the relationships among the major variables, to identify the best 
predictors of each major variable, and to identify relationships 
between overall] job satisfaction and the organizational and personal 
characteristics. Content analysis was used to analyze the lists of 
the most important indicators of school effectiveness and the 
additional comments at the end of the questionnaire. 

A stratified random sample of ten volunteers from those who had 
answered the questionnaire participated ina semi-structured interview. 
The five major questions in the interview schedule were derived from 


the statistical and content analysis of the questionnaire data and were 


designed to gain further insight into the nature of each major variable. 
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So as not to reduce the descriptive quality of the interview data, 
approximately half of the responses to each question were reported as 
examples, and lists of "observations!' were used to summarize the 


researcher's interpretation of each complete set of responses. 


Profile of the Respondents 

The profile of the questionnaire respondents consisted of the 
organizational characteristics of the schools and the personal and 
professional characteristics of the principals. 

Almost one-half of the high schools were in cities, approximately 
one-third were in towns, and approximately one-quarter were in rural 
areas. Approximately one-third of the high schools were in public 
school districts, slightly fewer were in county school systems, almost 
one-quarter were in school divisions and the smallest proportion were 
Imeseparate school districts. 

Forty-four percent of the schools contained only Grade 10 to 
Grade 12 and 33 percent contained Grade 7 to Grade 12. The other 
schools contained Grade 8 to Grade 12 or Grade 9 to Grade 12. 

Fifty-eight percent of the schools had enrollments of less than 
S500 and 11 percent had enrollments of 1,500 or more. The pupil- 
teacher ratios ranged from 4.1:1 to 23.3:1 with a mean of 14.4:1. 
Thirty percent of the schools had a ratio less than 10.0:] and 13 
percent had a ratio of 20:1] or more. 

Six (4.5 percent) of the respondents were female. Over 70 per- 
cent of the respondents were 30 to 49 years old and 28 percent were 
50 or older. No principals were younger than 30. Forty-six percent 


of the respondents had fewer than five years of experience in their 


7 a wont te 


i A 1@.9 (pans ot sina? Rb 1 oiC 


- 


ied wy GS 249000 tessenaets U6 alee ea 

ae 7 

4 n ; ig gap Gs *lof-ann Jeet i 
_ _ Mi 


an 


im Fs oS 6 4 iy es Gay , Ot? “2! aed ht 


s 
7 
| = Phe hi) 17 ere) - san yi@tecsiecs iF = 
ive ps ¥ nips, VOnee’ TARA ES TL tad sh 
- a) oo oe wee i te (ae af ih 9 es i 


wifi OOO TU 1 are Be ef 
aan pn sell 


hat 


» < a or : ee er | Saves een? 
ss 


oy, 3) a ie To a =| 


Alas 42 Panpye «we VT! Oe clas © speed ten! alee 


——— : { @ o{reiel S ppd - hase we ' aa  hboe 6 r ue - 


a ¥ ; a) 11008 — 


yi 4 ‘2 Pc Pat ie Ge hartnens es 
sl : V avira 7 ’ wei ingen lo bo , 


tL wy 


7 
» ° ’ — 


we) ere Rt. ci eh 


219 


present position, with 8 percent reporting one year of experience. 
Thirty-six percent reported 10 or more years of experience in their 
present position. Thirty-eight percent of the respondents did not 
have a prior principalship. Eighty percent of the respondents had 
five or six years of postsecondary education. Twenty-eight percent 
had completed some courses and 61 percent had completed a Diploma or 
M.Ed. in educational administration. 

The ten interview respondents, of whom two were women, were 
principals in high schools which varied in size from small to quite 
large and were located in a variety of settings and types of 
school systems. All had at least twenty years of professional 


experience and at least five years in their present position. 


Major Findings 

The major findings from the questionnaire and interview data are 
reported below. 
bevel svot Overalls Job Satisfaction and Perceived 

Overall School Effectiveness, Leader 
Effectiveness and Level of Influence 

Thirty-nine percent of the respondents were highly satisfied with 
their job. Forty: five percent were moderately satisfied and no respon- 
dents were either moderately or highly dissatisfied. 

Twenty-seven percent of the respondents rated their high school 
as highly effective. Sixty-four percent rated their school as 
moderately effective and 8 percent rated it as slight tycelfecuive. 

Twenty-one percent of the respondents rated their own leadership 


as highly effective. Sixty-six percent rated their leadership as 
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moderately effective, while 13 percent rated it as slightly effective. 
Thirty-seven percent of the respondents rated their level of 


influence as high, and all others rated it as moderate. 


Relat lonsnips among the Major Variables 

Correlational analysis indicated that direct relationships exist 
between the overall job satisfaction of senior high school principals 
and their perceptions of their school's overall] effectiveness, their 
overall effectiveness as a leader, and their overall level of influence. 

Also, correlational analysis indicated that the principals' per- 
ceptions of their overall effectiveness as a leader were strongly and 
directly related to their perceptions of the overall effectiveness 
of their school and their perceptions of their overall level of 
influence. 

Relationships between Overall Job Satisfaction 
and Selected Organizational and Personal 
Ciaieacrens ti cs: 

The following relationships were identified between overall job 
satisfaction and selected organizational and personal characteristics: 
1. principals of city high schools were substantially more 
satisfied with their jobs than were principals of rural or town high 

schools; 

2. principals working in separate district and public district 
school systems were substantially more satisfied than were principals 
in division or county school systems; 

3. principals of schools with Grade 10 to Grade 12 were sub- 


stantially more satisfied than were principals of schools with Grade 7 
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to Grade 12; 


HePeDiinelipals of the largest schools were substantially more 


satisfied than were principals of the smallest schools; 

5. principals who were 50 years old or older were substantially 
more satisfied than were those who were 30 .to..39 years old: and 

6) Principals Withetive or more years in their present position 


were substantially more satisfied than were principals with three or 


fewer years. 


The best predictors of overall job satisfaction, in order of 
importance, were as follows: 

1. sense of accomplishment as an administrator; 

Zuerrect of the job.on personal lites and 

3. working relationships with teachers. 

The best predictors of overall school effectiveness were as 
follows: 

1. the effectiveness of teachers and administrators in handling 
unexpected overloads of work or emergencies; 

2. the effectiveness of teachers and administrators in demon- 
strating a caring and professional attitude; and 

3. the effectiveness in providing students with satisfactory 
skills in language. 

When asked to list the three most important indicators of school 
effectiveness, 65 percent of the respondents identified the satis- 
faction, morale, or ''spirit'' of students and teachers as an important 


indicator; over 50 percent identified academic achievement or 
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achievement in post-secondary institutions, and 35 percent identified 
the satisfaction or supportive attitude of Parents or the community. 
The best predictors of overall] leader effectiveness were as 
follows: 
1. effectiveness in making decisions; and 
2. effectiveness in increasing the job satisfaction of teachers. 
The best predictors of overall level of influence were as follows: 
1. personal qualities and characteristics; and 


Ze expertise as an administrator. 


Major Findings from the Interview Data 

The ten interview respondents described what gave them the most 
job satisfaction and dissatisfaction, what sense of accomplishment 
and leadership meant to them, and what contributed most to their level 


Onainmluence. 


Sources of greatest job satisfaction and job dissatisfaction. 


Most of the interview respondents gained their greatest job satis- 
faction from ''students''; from working with students and seeing positive 
outcomes for them. More than half gained much satisfaction from seeing 
a high level of satisfaction among teachers or from high staff morale. 
Two other principals gained their greatest satisfaction from being 

able to make changes to make the school better, and one other from 
instituting policies or regulations that satisfy students and teachers. 

Teachers and persons or groups outside the school were major 

sources of job dissatisfaction for half of the interview respondents. 


Sometimes superordinates, school trustees, Department of Education 
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officials or their policies caused dissatisfaction, as did teachers 
who were unhappy, uncooperative or unprofessional. Only one principal 
mentioned students as a source of dissatisfaction—students who are 


unhappy and unsuccessful. Two principals were not dissatisfied. 


Sense of accomplishment as an administrator. At least half of the 
interview respondents related sense of accomplishment to ''teachers,'! 
in seeing that teachers were satisfied, or in establishing conditions 
and an atmosphere in which teachers and students could work effectively. 
Principals related sense of accomplishment to student outcomes, 


community acceptance of the school, and in serving as a ''steward.'! 


Leadership. Six principals saw leadership as working effectively 
with people, sharing responsibilities, drawing out the best in people, 
and establishing close relationships. Leadership was not the ''exercise 
of authority'' or a strict superordinate-subordinate relationship for 
any of the principals. 

All but one of the interview respondents felt that their effective- 
nessuasialeader iS aestrongeindicator om thein schoolMsverfectiveness:. 
hetleast half felt that’ job satisfaction ot individuals teacherseand 
staff morale are strong indicators of both leader effectiveness and 


school effectiveness. 


Most important bases of influence. Seven principals identified 
their way of working with people as their most important base of 
influence: four emphasized winning support and trust through showing 
understanding and interest, and three emphasized integrity or being 


honest and forthright. The other three identified the position of 
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principal, a combination of professional training and experience, or 


establishing clear role definitions and expectations as their most 


important base of influence. 


Important Conclusions 


Variables Related to Overal] 
Job Satisfaction 


The high school principals of Alberta were quite satisfied overall 
with their work: the frequency and level of job dissatisfaction were 
minimal. Also, principals perceived the overall effectiveness of 
their school, their overall effectiveness as a leader and their overall 
level of influence to be quite high. Direct relationships between 
overall job satisfaction and each of these major variables were 
identified. 

Relationships were identified between overall job satisfaction 
and each of the following organizational or personal characteristics: 
school setting, type of school system, grades in school, size of 
school, age of principal and years of experience in present position. 
Principals or city high Schools, separate or public School districts, 
schools with only Grades 10 through 12, or the largest high schools 
(1,500 or more students), or principals who were 50 years or older, 
or who had five or more years in their present position reported the 


highest levels of overall job satisfaction. 


The Nature of Overall Job Satisfaction 
Sense of accomplishment was the best predictor of overall job 
satisfaction. The data showed that two variables, "recognition by 


others!' and "the attitudes (morale) and performance of teachers and 
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students,'' were related to the sense of accomplishment of principals. 
According to Locke (1976:1320), numerous researchers have found 
sense of accomplishment to be an important determinant of job satis- 
faction. lannone (1973), Schmidt (1976), and Rice (1978) found 
recognition to be an important source of job satisfaction of 
principals, although they did not consider recognition to be related 
to the facet, sense of accomplishment, as indicated in this study. 
The important predictor of overall job satisfaction, "effect of 
the job on your personal life,'' was related to the physical benefits 
and conditions of the job (excluding salary), and to the recognition 
and sense of accomplishment that carry over to personal life. ''Working 
relationships with teachers'' was an important source of job satis- 


faction tarthis study as (tt was in Rice's (1978) study, The attitudes 
and performance of teachers and students were sources of both job 
satisfaction and dissatisfaction. These insights into the nature of 
job satisfaction were supportive of the conceptual framework under- 
lying this study and were generally supportive of earlier research 
fimdings. 


The Nature of the Relationships between 
Job Satisfaction and Perceptions of 


the Major Variables 


Some insights into the nature of the relationships between job 
satisfaction and perceptions of school effectiveness, leader effective- 
ness and level of influence were obtained from the relevant findings. 
The facet ''sense of accomplishment'' was a key to understanding the 
nature of the relationships because it was related to numerous other 


facets of job satisfaction, it was the best predictoOn Of Overdl | joD 


a a oe 


leet Ease Ts eete 


iowa eet f peep taeens. m 
ber aaj Yo qepeledeies belt omtl 7q aad 


cic MOD antl eo iar) ob neee TRIO ai ’ 
re oe 

seine ot \enme (abies, ae CO oats vest ie «2 RG a ; 
inde « ate 1). Baleertal @ pean any eer ,rasel af a 

= enatVe i.e jo @€ (aepee *S yesaipayg eiarieny <- 

“bh iol ee @ GP ed Comme cow Vegi!) leterns Searr Ra: aid 

Xs oi ikea) ad oat We nog tev 

tah at eww an eed pela (epee, BS 

Ese.@ big) caer! = wneAnany 4tin oat 

ie G@eTy a .0t8) Ff O96 31 oe ani Sith Bee 


i« ) 2 oh seciy Vee \ eae 7 


i) 2160i si aca U jay enqgizsiseget® tere meal — 
haar é) ‘cove! )20j@ur elem coleset 
' én 
ame hd 
an ae 


hal advag@-or aul it WT Se vi oa aa 
~~ hus stay ide © Fame aiaieesti s 


wc bal Sp: Ut ie wey a en 


ane — 
Roars >) 
a a 


a4 i= a —m oe VoMn 


am ee yr nat 


OL Wier ee 


226 


satisfaction, it was strongly related to perceptions of overall school 
effectiveness and overall leader effectiveness, and to numerous 
criteria of school effectiveness and leader effectiveness. The facet 
"working relationships with teachers'' was another important link 
between job satisfaction and perceptions of school and leader 
effectiveness. The factor "'attitudes (morale) and performance of 
teachers'' was an important source of job satisfaction (and dissatis- 
faction) and an important indicator of school effectiveness and leader 
effectiveness. No useful insights were obtained into the nature of 
the relationship between job satisfaction and perceptions of level 


of influence. 


Important Indicators of High 
School Effectiveness 


The principals identified the following indicators of high school 
effectiveness as the most important—in order of priority: 

1. sSatisfactions-morale or ''spirit' of students and teachers; 

2. academic achievement in post-secondary institutions; 

Sy Satistaction Or Supportive attitude of parents cr communi ty; 

4. preparation of students to be responsible citizens; 

5. a caring, professional attitude of competent teachers; and 

6. preparation for employment. 
Although the satisfaction or morale of students and teachers was the 
most important indicator of school effectiveness, student outcomes 
were obviously important to principals. Principals did not list their 
Prmmlcadermettectiveness as an indicator of their school/ssetsective- 


ness; this was discussed as a departure from the literature on school 


effectiveness. 
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Important Indicators of Leader Effectiveness 
Or beader Errectiveness 

The following important indicators of leader effectiveness were 
identified, without any ranking according to level of importance: 


1. working collegially with teachers (sharing leadership 


functions) ; 

2. effective decision-making; 

3. demonstrating an interest in and concern for people; and 

4, directing others to reach goals. 
Generally, these important indicators of leader effectiveness were 
supported by dominant leadership theories, such as that of Stogdil] 
(1974) or that of Steers (1977). However, indicators specifically 
related to curriculum and instruction, as emphasized by writers such 


as Leithwood (1982) or Smyth (1982), were missing. 


Important Bases of Influence 

The most important bases of influence for high school principals 
were: 

1. personal qualities and expertise; 

2. ways of working with people to win trust and support; and 

3. expertise as an administrator. 
The first and third items in this list were identified from the Level 
of Influence instrument, and corresponded to the ''referent'' and 
"expert'' types of power of French and Raven (1959). The second item 
was identified from the interview data and was seen to be somewhat 


related to both of the other bases of influence in the list. 
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Implications 
The implications of the findings for theory and research are 


reported in this section, followed by some general impressions gained 


by the researcher. 


Implications for Theory and Research 
The levels of overall job satisfaction of the high school 


principals and their perceptions of overall school effectiveness, 


leader effectiveness and level of influence were higher than expected, 
at a time when they were facing serious financial problems, a 
questioning of high school effectiveness from the Department of 
Education and the general public, and negative attitudes of teachers 
caused by fear of layoffs and reductions in programs. One may ask 
if the principals' perceptions reflected the reality of the situation 
in their school. Did the principals tend to give self-enhancing 
answers and did they tend toward enhancing the performance of teachers 
and students in their school, consciously or unconsciously? If a 
sample of teachers in each school had been asked to complete the 
instruments on school effectiveness, leader effectiveness and level 
of influence of the principal at the same time as the principals, and 
if the principals had been aware of this, would the results have differed 
from those of this study? This question should be considered in 
designing a similar study to obtain principals’ perceptions of their 
own performance or their school's effectiveness. 

Finding the relationships between the job SatisTactvon on nigh 
school principals and their perceptions of their school's effective- 


ness, their effectiveness as a leader and their level of influence 
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implied support for at least two theoretical positions in the 
literature. It implied support for (1) the use of perceptual methods 

to measure job characteristics and to evaluate how job characteristics 
affect job satisfaction, and (2) the cognitive approach to job satis- 
faction in which the affective reactions of individuals to their jobs 
are determined by internal thought processes. Also, finding these 
relationships provided evidence that the job satisfaction of individuals 
in leadership positions is related to job characteristics or variables 
that may be unique to leaders or superordinates. 

The facet called ''sense of accomplishment!’ proved to be important 
inethis study; as it had im other studies of job satisfaction. The 
findings of this study generated several questions about this facet, 
or the term ''sense of accomplishment'' because it was related to many 
other facets of job satisfaction and to perceptions of several criteria 
of school effectiveness or leader effectiveness: 

1. Is its meaning too broad or general? 

2. Can and should the term be made more specific? 

3. What would research show if the term was removed from job 
satisfaction instruments? and 

4h. Can the determinants of ''sense of accomplishment'' be 
identified by researchers? 

The single variables, overall job satisfaction, overall school 
effectiveness, overall leader effectiveness and overall level of 
influence, were measurable or quantifiable. There was no reason to 
try to determine overall scores by combining facet scores or criteria 


scores as some researchers have done in the past. However, these 
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overall scores were not independent of the facets or criteria, because 
certain facets, criteria or bases were stronger predictors of overal] 
job satisfaction, school effectiveness, leader effectiveness and 

level of influence. 

The principals valued positive working relationships with teachers 
and high levels of teacher satisfaction and staff morale. These 
factors were related to job satisfaction of the principals and their 
perceptions of school effectiveness and leader effectiveness. How 
these factors are related to school effectiveness and/or leader 
effectiveness should be addressed both in theory formation and research 
activities. 

The best predictors from the regression analysis of the school 
effectiveness items and leader effectiveness items could not be 
supported as the most important indicators, in the literature or 
with other findings of this study. The possibility that the best 
predictors were the most ''measurable'' or ''perceivable'' items in the 
instruments was suggested as an explanation of this phenomenon. The 
School Effectiveness instrument and Leader Effectiveness instrument 
should be evaluated and modified to ensure that the items reflect the 
same degree of specificity and ''perceivability.'' Also, using the 
same instruments with other groups—e.g., students or teachers—might 
provide an explanation other than the one suggested in this study, or 
it might show that the instruments are suitable without modification. 

The effectiveness of the principal as a leader, an important 
indicator oreschoolseffectiveness in the literature, was omitted f rom 


the School Effectiveness instrument because the questionnaire contained 
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another instrument on leader effectiveness. As the study progressed, 
this omission appeared to be a weakness in the School Effectiveness 
instrument—an effort was made to overcome this weakness in the inter- 
view schedule. Therefore, an item related to the effectiveness of the 
principal as a leader, or instructional leader, should be added to the 
School Effectiveness instrument to improve its validity and to have 
ityrer lect the literature’ more accurately. 

The Leader Effectiveness instrument was perhaps weak in assessing 
the "instructional leadership'' effectiveness of principals. The 
behaviors of effective instructional leaders, presently being identified 
by researchers, should be used to add some items that specifically 
evaluate aspects of leader effectiveness related to improving 
"curriculum and instruction.'' Also, researchers should try to 
ascertain what principals believe about their role in the area of 
"curriculum and instruction'': the interview respondents did not 
mention this area in defining leadership. 

Level of influence did not prove to be as important in this study 
as expected. Although the overall job satisfaction of principals was 
related to their perception of their level of influence, no facets of 
satisfaction were related to any bases of influence and no insights 
into the nature of the relationship were found. Also, the interview 
respondents did not demonstrate a need to be influential or a ''power 
motive!''; they did not mention influence as a source of job satisfaction 
or dissatisfaction. The relationship between influence and the leader- 
ship of principals should be studied. The emphasis in the literature 


on influence or power as an important aspect of leadership should be 
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questioned with respect to principals. 


General Impressions 


The focus of this study was on the advancement of theoretical 
knowledge with respect to the work behavior and attitudes of high 
school principals. The drawing of implications for improved adminis- 
trative practice was not appropriate. Nevertheless, certain general 
impressions were gained during the questionnaire and interview 
phases which were deemed worthy of reporting. These impressions are 
related to the principals! perceptions of their leadership role and 
to the impact that departments of educational administration may have 
on these perceptions in the future. 

The strongest impression was that the principals were oriented 
to a ''human relations'' type of leadership role. This orientation was 
evident in the importance they placed on positive, collegial relation- 
ships with teachers and on high levels of student and teacher 
satisfaction and morale. This was strengthened by the impression 
that «the principals were not oriented toward “goals” or “perfor— 
mance.'' Although they chose academic achievement as one of the 
important indicators of school effectiveness, they did not exhibit 
the perception or attitude that raising academic achievement levels 
should have high priority; they did not demonstrate a strong orienta- 
tion to setting and accomplishing school goals or to improving the 
performance of teachers and students. 

A third impression was perhaps related implicitly, to the 
impressions described above. The principals did not express definite 


values or beliefs about the importance of influence in their leadership 
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role: the terms, influence, power and authority did not appear to be 
terms commonly used by the principals. Especially during the interview, 
the respondents said very little about their level of influence or 

the authority of their position. 

These three impressions suggested that there were many respondents 
who saw themselves as being in a ''middle management" position, rather 
than in a top leadership position as head of an institution. Their 
perceived ''leadership'' role might be described as an "institutional 
maintenance'' role in which the primary function was to maintain the 
Status quo or to: keep. the ship atloat.'' his perception, contrasts 
sharply with the view that a principal is the ''captain of the ship 
who must set and maintain a course.'! 

These impressions were accentuated during the data analysis and 
discussion stages of the study by a particular position being rapidly 
and forcefully advanced in the literature on the leadership of 
principals and on school effectiveness. Researchers were enforcing 
the position that the school is the arena for raising levels of 
school effectiveness and the principal, through strong instructional 
leadership, is the person who can raise these levels most effectively. 
This position being advanced in the literature caused the researcher 
to question the attitudes and beliefs of the principals, reflected in 
the foregoing impressions, and to wonder what impact researchers and 
professors in educational administration could make on these attitudes 
and beliefs of principals. The impact that should be made, in light 
of the discussion above, became fairly clear. ThiSeiipacue iSO. 


lined below in the form of recommendations to those who educate or 
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train principals and to those who hire and Supervise principals. 


Recommendation 1. Through development of theory and continued 
research, ''school effectiveness" and "instructional leadership'' should 
be defined explicitly so that school and central office administrators 
(and school board members) may obtain a practical understanding of the 
criteria of effective schools and the criteria of effective instruc- 


tional leadership. 


Recommendation 2. The principals' awareness and appreciation of 
the importance of their leadership role should be enhanced. If, in 
fact, they do view their position as a middle management position, 
then this perspective should be altered. Principals should be con- 
vinced that they have a responsibility of utmost importance in 
ensuring that their school becomes as effective as possible under 
their leadership. Also, they need to be made aware that effective 
leadership requires that they pursue and exercise considerable 


authority and influence in their role as principal. 


Recommendation 3. Superintendents and school board members should 
be kept up-to-date on the theory and research on school effectiveness 
and instructional leadership in schools so that they may actively 
support principals in the improvement of each school in their system. 
This support could be given in several ways. 

First, school boards could promote the philosophy that each 
school in its jurisdiction is a relatively independent institution 
which should be encouraged to develop and strengthen its own identity, 


under general, guiding policies of the school board. Second, school 
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boards could modify the authority structure in the system to ensure 
that principals have sufficient authority to be instructional leaders. 
Finally, the roles of school administrators and central office 
administrators could be defined in a way that takes into account 

the very different responsibilities—but equally important—of each 
office and that makes the roles mutually Supportive. If superinten- 
dents wish to raise the level of effectiveness of each school in their 
system, then they must organize structures and provide resources to 


allow each principal to carry out the responsibilities of Veadershio. 


Concluding Comments 

For decades researchers have been observing school principals at 
work in an effort to discover the characteristics, traits and behaviors 
of effective principals in effective schools. This search is con- 
tinuing and perhaps the efforts of researchers now are greater than 
ever. Several major research programs are operating in Canada and 
the United States to study “instructional leadership’ and/or “school 
erfectiveness... his type of research, im which researchers study 
the characteristics and behaviors of principals in relation to student 
outcomes and perceptions of teachers and students. should produce 
results which will be valuable in raising levels of school effective- 
ness. However, researchers should also continue to study the 
psychological and behavioral nature of principals to obtain an accurate 
description of the relationships between their thoughts, feelings or 
emotions and their perceptions of their work. This study has demon- 
strated that senior high school principals have particular affective 


reactions to their perceptions of their school's effectiveness and 
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their effectiveness as a leader that may be unique to persons who are 
leaders of organizations. The attention to improving the quality of 
schooling for students through increasing the effectiveness of the 
leadership of principals should be coupled with an understanding of 
the needs, motives and values of the individuals who are or who seek 


to be effective principals. 
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APPENDIX A 


QUESTIONNAIRE 


91,2 


PERCEPTIONS OF SENIOR HIGH SCHOOL PRINCIPALS OF 
SELECTED ASPECTS OF THEIR ROLE AND THEIR JOB SATISFACTION 


CHOOL DATA 


‘lease check (VY) the appropriate answer. 


Which of the following best describes the setting of your 
school? 


La. rural Se meCiLy, 


2 eatown 4, other (please specify) 


In which type of school system is your school located? 
Le acounty. 3. separate school 
2. public school 4. school division 


What grades are in your school? 


Lo f=12 a eLO=12 
2eereo— 12 5. other (please specify) 
3. 9-12 


How many students are enrolled in your senior high 
Scnool (i.e,, the total in Grades 10. 11 and LZ)? 


How many full-time equivalent certificated teachers 
are employed in your school? (Include the principal 
and deputy/assistant/vice-principals. ) 


How many deputy/assistant/vice-principals are 
employed in your school? 


How many formally designated department heads are 
employed in your school? 
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9-12 


i3=1> 


16 


17-18 
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PERSONAL DATA eo 
Use Only 

8. What is your sex? 

Canale oes. 2. female 19 
9. What was your age on 1 January 1983? 

le. under 30 Loe 5S0r= 59 20 

De 0 = 39 a CO NCr, older 
10. For how many years have you been in your present 

position? (Count the present year as a full year.) 2122 
11. How many years of experience as a principal did 

you have before attaining your present position? 23-24 
12. What position did you hold immediately prior to 

becoming a principal? 

1. deputy/assistant/vice-principal 25 

2. department head 

3. classroom teacher 

4, other (please specify) 
13. For how many years did you hold the position 

checked in Question 12? pee, 26-27 
14. To which one position do you aspire in your 

long-term career plans? 

ime PGincipalship 28 


2. Assistant superintendent 


3. Consultant or coordinator at the central 
office level 


4, Teaching position in school 

5. Teaching position in a college or university 
6. Superintendent/chief executive officer 

7. Position in Department of Education 


8. Other (please specify) Se oa eee eri es 
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16. 


rs 


How many years of post-secondary education (as 
assessed for salary purposes) have you completed? 


Which graduate courses/programs have you 
completed in Educational Administration? 


1. No graduate courses 

2. Some graduate courses 

3. Diploma in Educational Administration 
4. M.Ed. in Educational Administration 
5. Ph.D. in Educational Administration 


Have you enrolled in Educational Administration 
courses at a university during the current year? 


1 No 
2. Yes, 1983-84 Winter Session 


Se ves. 1903 “Summer Session 
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OPINIONS 


18. (a) 


SE 


20. 


Zi. 


(b) 


Do you believe that principals should be given 
a term appointment after which they may be given 


another term as principal, if their performance 
has been satisfactory? 


ie 


Yes Lie NO 3. Undecided 


If "Yes", how long do you believe that the 
term appointment should be? years 


In your opinion, what is the desirable number of 
Students tin a senior hightschool (G6. 10, ¢.81)) 
and G. 12) which would allow for breadth of 
program, flexibility, efficiency, and effective 
interaction among administrators, teachers, and 
students? 


In which type of decision-making role do you feel 
that you are best suited in most situations? 


We 


The principal is responsible and must 
make decisions independently. 


The principal makes decisions after 
consultation with appropriate personnel. 

The principal is a member of an administrative 
team; decisions are made by the team. 


The principal makes decisions jointly with 
all certificated staff. 


Other (please specify). 


a 


What are the three most supportive influences 
which help you realize the goals that you have 
Set as a principal? 
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What are the three strongest constraints preventing you 
from realizing the goals that you have set as a principal? 


1. 


mae 


your opinion, what will be the impact of the new 1983-84 
12 achievement examinations upon your role as a principal? 
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ADMINISTRATIVE TASKS AND RESPONSIBILITIES 


Please rate your level of involvement in each of the 


areas listed below, according to the following scale: 


High Medium Low None 


4 3 2 al 


Circle the selected number, 


1. 


2. 


Summative (formal) evaluation of teachers 


Formative (developmental) evaluation of 
teachers 


Hiring of teachers 

Development of curricula/programs 
Evaluation of instructional programs 
Management of instructional resources 
Management of non-instructional resources 
Development of school budget 

Management of school finances 


Operation of school building--physical 
aspects 


Supervision of student behavior 
Maintenance of student records 


Development of school-community relations 


Development of system-wide policies at the 


district/division/county level 
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41 


42 


43 


44 


45 


46 


47 


48 


49 


50 
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52 
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JOB SATISFACTION 


Please rate your degree of satisfaction according to the following scale: 


Highly Mocetatel ye Slight ly Slightly Moderately Highly 
Satisfied Satisfied Satisfied Dissatisfied Dissatisfied Dissatisfied 
6 5 4 3 2 1 
Office 
Circle the selected number. Use Only 
Working Conditions 
1. The way in which consultation between 6ap4 Sees AD 6 
board and teachers concerning working 
conditions is conducted in your school 
system 
2. The salary you receive 65 4 Sp a al 7 
3. Fringe benefits under the contract 69594 See pl 8 
4. Quality of custodial services in your 654 Sy 2 
school 
5. The number of hours you are required 6° 5:94 See 10 
to work 
6. Your physical working conditions oo) Sa Ut 
ie Availability of clerical staff to 654 Shove 2 
assist you 
Personnel-Related Matters 
8. Your working relationships with teachers 695.4 Sys ik cs 
oe Your social relationships with teachers oe Bt See. 14 
10. The teaching competence of your teachers Gn a4 eZ 1B) 
d1. The competence of your teachers in 6: 5.4 Ore eel iG 
handling professional duties external 
to their classrooms 
12. The attitudes of your teachers toward 65 4 Bae: iN 


change 


13. Your relationships with students 65 4 gs 18 
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JOB SATISFACTION (continued) 


Highly Moderately Slightly Slightly Moderately Highly 
Satisfied Satisfied Satisfied Dissatisfied Dissatisfied Dissatisfied 
6 5 4 3 2 oh 
Office 
Use Only 
14, The attitudes of your students toward Gn 54 Sisal 19 
education 
iS. Morale of your staff 654 Shove. 20 
16. Student "spirit" in your school 6.5 4 ioe eal ail 


Role-Related Matters 


17. Your freedom to introduce changes oy By Sb es ph ae 
into the school program 


18. Your freedom to allocate teaching 6.5 4 3) 260 29 
assignments 
19, Your involvement in hiring teachers Gxa1c4 See. 24 


for your school 


20. Authority associated with the 675.4 Sy gon 25 
principal's position 


21. Your involvement in budget preparation 65 5ec4 Bye al 26 


District-Related Matters 


22. Your relationship with your 69554 SN yaaa 27 
superintendent 
23. Your relationship with other central Oo 4 Steel 28 


office staff members 


24. Your involvement in decision-making Guoa4 Sh ee 29 
at the district/division/county level 


25. Availability of useful advice to 6.5.4 Bik wi 30 
assist you with problems you encounter 


26. Opportunities for useful in-service 65 4 Shevami Bil 
education for you 


27. Expectations of the school board 65 4 Bure 32 
for you as principal 
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JOB SATISFACTION (continued) 


Highly Moderately Slightly Slightly 
Satistied Satisfied Satisfied 
6 i 4 3 


28. The methods used to evaluate 
principals 


29. Attitudes of your school board members 
toward teachers and administrators 

Occupation-Related Matters 

30. Attitudes of parents toward your school 

31. Your social position in the community 


32. Your sense of accomplishment as an 
administrator 


33. Recognition by others of your work 


34. The effect of the job on your personal 
Pine 


35. Opportunities for advancement as an 
administrator 
Overall Job Satisfaction 


36. Your overall feeling of satisfaction 
with your job 


Dissatisfied 


Moderately 
Dissatisfied 


Z 


Loy, 


Highly 
Dissatisfied 
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SCHOOL EFFECTIVENESS 


Please rate the effectiveness of 
following scale: 


your senior high school according to the 


Highly Moderately Slightly Slightly Moderately Highly 
Effective Effective Effective Ineffective Ineffective Ineffective 
6 ie 4 764 Ba i 
Oinice 
Circle the selected number, Use Only 
1. Its effectiveness in preparing students 65 4 oul: 42 


to be responsible citizens 


2. Its effectiveness in preparing students 655 4 B02 
for employment after they have completed 
their senior high school program 


fs 
== 
Uo 


3. Its effectiveness in providing students 654 Sa 44 
with satisfactory skills in mathematics 


4, Its effectiveness in providing students 65 4 Sal 45 
with satisfactory skills in language 
(official language of instruction) 


5. Its effectiveness in preparing students 60574 O22 a 46 
to achieve successfully in post-secondary 
institutions 

6. Its effectiveness in providing worthwhile 6 5 4 Sa aee | 47 


extra-curricular activities for students 


7. %Its effectiveness in communicating Gasma Syed sell 48 
clear, acceptable, school-wide goals 


8. Its effectiveness in linking the ons) oe eh eziag Ae 49 
curriculum to the school-wide goals 


9. The effectiveness of teachers and 654 Syayar Ok 50 
administrators in demonstrating a 
professional and caring attitude 


10. The effectiveness of teachers and Guo 4 Sew 51 
administrators in providing a safe, 
orderly environment for students 


11. The effectiveness of teachers and 6) -5)64 Se oa 52 
administrators in adapting to change 
involving new policies and/or 
procedures 
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SCHOOL EFFECTIVENESS (continued) 


Highly Moderately Slightly Slightly Moderately 
Effective Effective Effective Ineffective Ineffective 
6 i) 4 é| 2 
12. The effectiveness of teachers and 65 4 See 
administrators in handling unexpected 
overloads of work or emergencies 

13. The effectiveness of teachers in 625.4 Saal 
evaluating students according to 
clearly defined standards or 
expectations 

14. The effectiveness of formal 655-4 Sy 
communication between teachers and 
parents 

i. lhe overall effectiveness of your 65 4 yar 
school 

16. In your opinion, what are the three most important indicators 


(from those above or others) of the effectiveness of a senior 


high school? 


fae 


Highly 
Ineffective 
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LEADER EFFECTIVENESS 


Please rate your own effectiveness as a leader according to the following 
scale: 


Highly Moderately Slightly Slightly Moderately Highly 
Effective Effective Effective Ineffective Ineffective Ineffective 
6 5 4 3 2 1 
Office 
Circle the selected number. Use Only 
1. Your effectiveness in directing the Gi 74 Dee aed: =y/ 
efforts of teachers toward school goals 
2. Your effectiveness in working with Ga 4 3.2 eel. 58 
teachers and in-school administrators 
either to change or develop policies 
3. Your effectiveness in providing a 65 4 meee ape) 
secure, stable work environment for 
students and teachers 
4. Your effectiveness in adapting policies 654 Saeal 60 
and procedures to accommodate change 
initiated by the external environment 
5. Your effectiveness in coping with 6 524 Sean jl 61 
uncertainty and conflict 
6. Your effectiveness in making decisions 654 oo eeek 62 
that are timely, appropriate and 
acceptable 
7. Your effectiveness in coordinating and Gaoe4 Joee ok 63 
integrating the activities of various 
groups and departments 
8. Your effectiveness in improving the 655.4 Sh wae 64 
performance of teachers 
9. Your effectiveness in improving the 65 4 eye Hit 65 
morale of your teaching staff 
10. Your effectiveness in increasing the 6.504 See: 66 


job satisfaction of individual teachers 


11. Your overall effectiveness as a leader (Gj 5) & Sy ye it 67 
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PRINCIPAL'S LEVEL OF INFLUENCE 


According to the following scale, rate your level of influence that you derive 
from the following bases: 


High Level Moderate Level Slight Level No 
of Influence of Influence of Influence Influence 
4 8) 2 1 
Office 
Circle the selected number. Use Only 
Poe tne ini luence derived from the authority CS Speeatc 68 


of your position as principal 


2. The influence derived from your personal LS ae ee 69 
qualities and characteristics 


3. The influence derived from your technical EE Neb ea Sik 70 
knowledge about education (teaching/ 
learning) 

4. The influence derived from your expertise Gey Sees el ek 


asmanmaGamealnass tsa tors 


5. The influence derived from your ability to ey ga al ge 
innovate or be creative 


6. The influence derived from your willingness Ce eae Ye 
to recognize or acknowledge the efforts 
and achievements of teachers and students 


7. The influence derived from techniques LN is Bat al 74 
that you use to encourage teachers and 
students to meet certain standards of 
performance 


8. Your overall level of influence as a US tee Teal 1 
principal 


,s 


7 4 : Pa . 
4n) eka ot fia vn ua mM < petler’ ; 


. aaa wee 
ow aims ? 
wane) eet send, ‘awed 

ser * arpel Wet te > taal] be 


* 


_ 


wT" 
¥ 7) 


7 


S 2 a 7 7 


| as 
Gufseq he joelee @ is aioe 


? 7 
, cocur_ats aor? tavicw’ tseqverd 24 ar 
Tae ere tb mek*s beng sce Rt 


Otis et Grd ie genet @upnal 142: hae 
SdtSed ce asn8s bem 4at tags op: 


74d <4} tee @/0! Gael ved sumac of a 
\ atisees) gu) @ouke tucds “‘eahah 


ts ree . 


TZ PA) Bett Bel ee east 2 
etitiniabs an Ge 
oat toe 
Sic’ aeticeh eaeuuhini am 
vi tawe> oc TO meSare af 


‘ Lt) o te e: GCeptaay ospant gah: 
=Sul is at? « @)sivenisa Fo ad rata + 
‘sé "ERtiveed 3h Speen) 3 eae - 


set ati Mei iak eaGts 2% 
fap atrid pena hie Peon &* a0 59 2a0t 
bo apn tae pisete Sega)? ascaee 
; atrbesa ktas: 


—— 


a «8 WanpwiaN! 14 jevel jis a 


262 


ADDITIONAL COMMENTS 


Please add any comments that you wish to make on the topics of job satisfaction, 
leader effectiveness, level of influence, and school effectiveness, as these 
Pelate to the rolé ef senior high school principals. 
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artment of Educational Administration 
EDMONTON, ALBERTA, CANADA T6G 2G5 TELEPHONE 432-5241 


29 September 1983 


I am conducting a study to obtain information about how principals of senior high 
schools in Alberta feel about their work. This study builds upon and partly 
replicates earlier studies conducted by staff and graduate students in this 
department. The purpose is to obtain perceptions of senior high school principals 
about (1) their job satisfaction, (2) the effectiveness of their schools, (3) their 
influence and effectiveness as leaders, and (4) their involvement in administrative 
tasks. Questionnaires will be mailed to all 156 principals of senior high schools 
and combined junior-senior high schools. 


I hope that data collection will be completed by early November 1983, and that a 
final report will be completed by late May 1984, A summary report will be mailed to 
all principals who complete and return questionnaires. 


An Advisory Committee of the following people is assisting with this study: 


Dr. J. S. Hrabi, Assistant Deputy-Minister, Alberta Education; 

Dr. N. P. Hrynyk, Associate Executive Secretary, Alberta Teachers' Association; 
Dr. G. J. Rancier, Superintendent, County of Strathcona; and 

mes. ©. W. Ratsoy and K. L. Ward, of this Department. 


I am also being assisted in this study by Mr. James Gunn, who is pursuing doctoral 
studies here while on leave from his position as principal of a G/7-12 school with 
1,250 pupils in Nova Scotia. Mr. Gunn will use some of the data in his doctoral 
dissertation. Later he would like to interview about 10 principals in order to 
obtain further insight into how senior high school principals feel about their work 
and to gain greater understanding of the operation of high schools in Alberta. 


I understand that you do not require that formal approval be sought for studies such 
as this to be carried out in your school system. However, I thought it appropriate 
to inform you of my intentions, to seek your support for the study, and to obtain 
your approval if this is necessary. 


Yours sincerely, 


E, A. Holdaway 
Professor 
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= DEPARTMENT OF 


mn EDUCATIONAL ADMINISTRATION 


g Ng WW FACULTY OF EDUCATION 
imae>~” =9THE UNIVERSITY OF ALBERTA 


19 October 1983 


Your assistance is requested in completing the enclosed questionnaire. The purpose 
of this study is to ascertain how principals of senior high schools in Alberta feel 
about their work. It builds upon, and in part replicates, earlier studies which 

have been conducted by staff and graduate students in this Department. The questions 
Relate to your tasks and responsibilities, your job satisfaction, your perceptions 

Bi your effectiveness and that of your school, and your level of influence. 


An Advisory Committee of the following people is assisting with this study: 


Dr. J. S. Hrabi, Assistant Deputy-Minister, Alberta Education; 

Dr. N. P. Hrynyk, Associate Executive Secretary, Alberta Teachers’ Association; 
Be. G. J. Rancier, Superintendent, County of Strathcona; and 

mes. &. W. Ratsoy and K. L. Ward of this Department. 


To ensure anonymity of response, would you please (1) complete the questionnaire and 
return it in the enclosed stamped addressed envelope, and (2) return the stamped 
addressed numbered postcard as a separate piece of mail. This will allow me to know 
that you have returned the questionnaire without knowing which questionnaire is yours. 


fam also being assisted in this study by Mr. James Gunn, who is pursuing doctoral 
studies here while on leave from his position as a principal of a G/-12 school with 
250 pupils in Nova Scotia. Mr. Gunn will use some of the data in his doctoral 
dissertation. Later he will be interviewing about 10 principals in order to obtain 
further insight into how high school principals feel about their work and to gain 
greater understanding of senior high schools in Alberta, If you are willing to be 
interviewed and to have Mr. Gunn visit your school, would you please record this on 


the numbered postcard. 


A report will be mailed to all principals who complete the questionnaire, 


Your cooperation is greatly appreciated. 


E, A. Holdaway 
Professor 


7-104, EDUCATION NORTH, EDMONTON, ALBERTA, CANADA T6G 2G5 TELEPHONE (403) 432-5241 
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Respondent Number 


[] | have completed and mailed the questionnaire on the role 
and satisfaction of senior high school principals in Alberta. 


CL] | am willing to be interviewed. 


Please mail this card at the same time that you mail the com- 
pleted questionnaire. | 


Thank you for your co-operation. 
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DEPARTMENT OF 
ERBUSATIONAL ADMINISTRATION 


. BAC UIE. ©RED 
iby UCATION 
MPs scancemere,. 


15 November 1983 


On 19 October 1983 I mailed to you a questionnaire dealing with the role 

and job satisfaction of senior high school principals, together with a 
stamped return envelope and separate postcard. I have not yet received your 
postcard to indicate whether you have completed the questionnaire. 


If you have not already done so, I would very much appreciate your completing 
the questionnaire. A high rate of return will make the data representative 
of senior high school principals in Alberta and, therefore more valuable in 
understanding the nature of your work role. 


Would you also please complete the enclosed, stamped postcard and mail it 
to me. 


Thank you very much for your assistance. A copy of the report will be 
mailed to all principals who complete the questionnaire. 


Yours sincerely 


E. A. Holdaway 
Professor 
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7-104, EDUCATION NORTH, EDMONTON, ALBERTA, CANADA T6G 2G5_— TELEPHONE (403) 432-5241 
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Respondent Number 


Please check one of the following responses concerning the 
questionnaire on the role and satisfaction of senior high school 
Principals in Alberta. 


[] | have completed and mailed the questionnaire and card. 


C1) | have completed and mailed the questionnaire but not the 
card. 


C] | did not receive the questionnaire. 


(J | have received the questionnaire and card and shall com- 
plete and mail the questionnaire. 


[] | shall not complete the questionnaire. 


THANK YOU | 
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Interview Schedule 


Eighty-eight (88) percent of the high school principals in Alberta 
completed the questionnaire, "Perceptions of Senior High School Principals 
of Selected Aspects of their Role and their Job Satisfaction." The 
following questions were derived from the analysis of the questionnaire data, 
with the purpose of providing further insight into the results of this 
analysis. 

Please answer each question freely or openly. Anonymity is guaranteed: 
at no time will your identity be revealed by the interviewer. Also, if any 
question issunclear’to you, I will try to clarity 1t tor you; sas we go 
through the interview I will briefly explain the reason for asking some of 


the questions so that you understand the nature of those questions. 


Questions 

1. In the three parts of this question, I am seeking more information to 
better understand the nature of overall job satisfaction and 
dissatisfaction. 
(a) What give you the most satisfaction as a high school principal? 
(b) What gives you the most dissatisfaction as a high school principal? 
(ce) In the questionnaire, principals were asked to rate their level of 
satisfaction on thirty-five items; one of these was "Your sense of 
accomplishment as an administrator." In the statistical analysis, "sense 
of accomplishment as an administrator" proved to be the strongest 
predictor of overall job satisfaction. Therefore, because of its 
importance, I am trying to understand more clearly what sense of 


accomplishment as an administrator means to principals. Would you 


. 5 ; : es 


wrest ai viet + Soy ene, 
-_ : 7 - : : - - ; 
eingt-Are) Dnetve @g)° = as w earl S' | 7 i. 


s | 
: - 
At! Coes sssaa bout tet shade, wo Ma ts 


a) 
TOA te m9 wy ha? 
i jeg! esrts Cal) Wh jigvine® vals \ ery’ lie) = ro ah: sup gen 


lee nl ged Smead pada 
. 

ow | eee 
a erlehe 


vafeni r _ Teas’ nittvocp Cake saves at 
: _ 7 4 
ce 06 bolawenr wf ¢23 seetil cece Lie sin: ai Sa 


r > ; is a cf ; ao — } 
ab. 94 ERY biiwt MY OF Be tant s ; Salat 
; & 

2 phd Mees cea Lite © aml vrai di ot 74a 
Sole 

: — 
; ‘te qt Saretenelat ge jets O« exolariip aag 

at a 


m5 Pes atra b : 7 Gime WO erveqg ett? 
—, wh eee 
»t>4 I's fi, oie cs » «Agee say S sietebatr Os! 


om i¢se3atceewt! 


_ -_ _" - 
eit oo ome S Sal RV iis Vee @\ ‘ev Sy t_ 78 L ae 
: - aa 


ra on 
4 cyj22 7 Ehoe, any He) 4 ioe lp aie Soi aary saat Sag Te 
- 7 - 7 
Shes iz ay, Si ew Lew Ths ee sup ant ; : 
a 
— - 7 S - 
T4908 - om al a + eu a = art & mn > : ae 
— $ eters 7 : 


ites’ Bil yegne Gs Siace pel &h_ Ora speees gi Ga ah ice jek Lome tue 
- a 


4 seratind quasiie) 3 
7 : iin ent 


7 
is 
ee 
iar — 


2h Or ee ay ‘ 1 i Pr At ; “anar4 MM 


a ai) 34 49. e' . Gla? . 
- : id aa - _ AS 
| hy We Stee Stepet ee agatital side 

7 - : 4 7 : ; : 
tice aig sa it sti 

a 


_ 


- 


a 


2/2 


describe what it means to you? 


My study is about leadership, among other variables. I have one 
understanding of leadership from my study of the literature but I am 

not sure if the respondents to my questionnaire view leadership in the 
same way that I do. Would you describe what leadership, as an aspect of 
your role means to you? Would you describe the qualities, characteristics, 


of behavior you would hope to demonstrate as an effective leader? 


In some respects it is easy to distinguish between leader effectiveness 
and school effectiveness, two of the major variables in this study. In 
other respects it is not easy to view them separately; as variables or 
concepts they seem to closely related. I hope to increase my 
understanding of what principals believe about leader effectiveness and 
school effectiveness, and the possible relationship between them. To 
what degree do you believe that your effectiveness as a leader is an 


indicator of the effectiveness of your school? 


In my study I have assumed that job satisfaction and morale are two 
different things; job satistaction is a ‘characteristic of an individual 
and morale is a characteristic of a group or the whole staff. I would 
like to ask you about these two variables or concepts, one at a time, 

in relation to leader effectiveness and school effectiveness. 

(a) It is possible that job satisfaction of individual teachers in your 
school is an indicator of your leader effectiveness and/or the 
effectiveness of the school. To what degree do you believe that the 


job satisfaction of individual teachers is an indicator of your 
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effectiveness as a leader? 

(b) To what degree do you believe that their job satisfaction is an 
indicator of the effectiveness of the school? 

(c) Can you say which it more strongly indicates, leader effectiveness 
or school effectiveness? 

(d) Similarly, staff morale may be an indicator of your effectiveness 
as a leader and/or the effectiveness of the school. To what degree do 
you believe that staff morale is an indicator of your effectiveness as a 
leader? 

(e) To what degree do you believe that it is an indicator of the 
effectiveness of the school? 

(£) Can you say which it more strongly indicates, leader effectiveness 


or school effectiveness? 


Being a principal requires that you have a certain level of influence 
with teachers, students, parents, that is, all groups with which you 
must work. What contributes most to your level of influence as a 


principal? 
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PERCENTAGE FREQUENCY DISTRIBUTIONS OF RESPONSES RATING SATISFACTION 


WITH JOB FACETS AND CRITERIA OF SCHOOL EFFECTIVENESS. 
LEADER-SERFECTIVENESS AND) LEVELS GE INELUENCE 


274 


WNIT Ar i ms 


httasr, ‘Stak we 
TPT) i Svey eh 


215 


nos ISEsse 
om) SGG bf S% oO Jyeqs TeoTAeTo Jo ARTTTqGeTTeay */ 
0°6 9°O% T° OS SUOT]Tpuod BSUTyYIOM Teotshyd anoxR ‘9g 


Oe nO: yIom 07 peatnberz 
218) NOL Sane GO sso qumu Roy | =G 


Tooyos anod 
6°6 ORCC. Le UT SeoTAZes TeTpoysno Jo ATTEND “FH 


Cle wSG €° LI q9e17U0D 39Yy} AepuNn sqyTjJoueq sBUTAA ‘¢E 
Geely 0. oS. 0 ner BATIIGA NOA AAeTeSs su °Z 


we}ySsAS TOOYDS ANOA UT paqzoNpuod 
ST SUOTJTpUuoD BUTyYAOM BuTUABIDUOD 
Sieyoea} pue paze0og usaeMjeq 
SB ejlee See [ES Scie uoTIeITNsuoo yOTYyM UT ABM 9YUL *T 


SUOTJTPpUuOD) BUTYAOM 


porysyazes 6 ot «> qe0eR4 
quedsisg AY ar RG 
4 ww 
» 2g 
S 2” Q? 
Ge “Oo 
2 ss 
oN ee 


qor aTauy Jo sqeoeg yaTM stTedtoutag JO uoT}eJsTIeS Jo sjTeaAseyT Jo uoTynqtaqstq Aouaenbeiy sdequsoiseg 


T eTqeL 


ett Boat Se CAPS Fiat ddamaritet Ae bide mam Fo 
S.5 rea 1M € i | nem ins nema: a 
ri Oey Qik Cro Saito, 


; | freee oot: MS et ye. ott te uke i 
i 


- 


oT} a ist nar] cin) nies icity, POT p ste ea} a 
a . hes Al | sé ; r ; SF 1 mes 16) afl teks 72. a a 7 | i 
te 1é » | ib : ‘a | een y iy gals ty 
| | | Aine 
| 
| iAN@ eval, Og Wee anf -_ hae 7 
witt mA Tabs | pA / <e  Ohe Soa . 
UP al A Z| On i, one | an nldpie Lavcagty wey - (ie 


=e %.) 444 q LAA 9e ' TU. 9 Laeae Grd > «iO ~4e pln | In mn) 
iy via Ye 


276 


G°68 
Oa 76 


sks 


S°86 
LES 


i S83 


¢ 96 


G°86 


G°86 


POFISEICG 
quedieg 


beyc 6 TS 3S str 
C6. 6°57 “9°32 
CoG =9 +67 SL 
0°9 LST a 74, 
ae. $9 oy ee ST 
S Sr ue Gy Be 
Grek 6LSs 3 .0e 
Ore Ves Pee 
eon ey ILLS 
So gs 
on. oe iS 
~ 2” Y 
me 2” @° 
~ “ 
© Ss 
g me 
as) . 
ot ¥ 


Tooyos anoA UT ,,3fards,, JUuepnis 


zyeqs anod jo aT eion 


uoT }eONps pszeMoq 
Sjuepnys anod jo sopnqtqqe sul 


Squepnys ym sdrtysuotjeptea ano, 


asueyo PAeMOQ 
Siayoraq anok jo sopnqtqie sy], 


SUOOISSPTO ATOYI OF TeUISIxe 
Sot np ~Teuotssesoid BuTpTpuey 
uT Sdayoreq aANoA Fo aduejZeduod sy] 


Si9yoerey 
ano& jo soueqedwoo BuTYyoreq ey] 


Sszayoeoy 
yjtmM sdtysuotjepTedt TeTooOS Ano 


sieyoeeq 
yqTM sdtysuotjepes’ BULYAOM ANNO 


ioe 
“SL 


yp 
"el 


Sol 


“TL 


“8 


SI9IIeW peqzIeLIy-[TeuUuosited 


qooerg 


qof 3teyuy, Jo sqo0eq YITM sTedpouTag Jo uot oeFsTIeS JO STeasT Jo UOTINqQTAIASTG Aduanbeig a8ejUusd.I1eg 


T eTdeL 


S70 DAHA 


ee it 
v7 


UY Fie = 
» ots a : 
| a 
av)? . : : it = Vict Tat We were oF 
pegs hig ae oe 


— - - 7 — ——— aS hee 


ten 


ai] 


uot jeirzedoad 
CEST se aeG | OoaGe Jo3pnq UL JUSWASATOAUT ANOR °*T[Z 


UOLTITsod Ss jeditourad 
OE SS NW Se? 247 YITM peqetoosse AATAoYyINV *0Z 


Tooyos anoA JojJ sir9yoers} 
SOL Se 6d 76.67 BUTATY UT JUSUWAATOAUT ANOK ‘6T 


SjuswUusTsSse 
8°6 SONS) Res SUTYOPA} SaREIOTTS OF WOpeetF ANOK “QT 


wei3s0id ~Tooyos vy} OUT 
Cae Oe Gy mec SasueYyo soNpOARUT OF WOpserTy ANOKR °/T 


Si19}}eW po WepLeYy-eToY 


Jooey 


perssFaes 


quosi9d a 
5 a” 
vw 2” 2? 
Ww ve. 
(2) . 
© s 
2 as 
io ° 
ot oe 


qor ATeu, JO sjye0eq YITM sTedpouTig Jo uoTIeJsTIeS Jo sTeAsT Jo uoTynqtaqstq Aouenbe1zy asequsdIeg 


T erqe Lh 


ne 
Lioea 
_ 
<ahea 


hal) 
tee 
at 
‘oy 


’ Jb 
; ioe ~ nites on 
Apres 
oo 
4 

a 

ae. 
a 


te» & 
nd 
nt 
' ay 
is] 
on 


ft 
ne 
_ 
hn 
i 
a 


278 


POFISEICS 
quedieg 


Sio0j,erzqstTutTwpe 
pue sioyoea} pzeMoq siaquow 
paeog ~Tooyos anodé jo sepnqtiiVv 


sjTedtoutad ajenTeaAse OF paesn spoyjeHW 


qedroutid se nod 
IO} paeog ToOoyDSs ay. jo suoTIeqoedxyY 


no& AOF uoTJeonps 
SOTAIOS-UT TN}Jasn A0JF satqrunqaoddg 


ZajuNOSUe 
noA swetTqoid yqRIM nod ASTsse 
0} BOTApe [njesn Jo ALT EQeTTeAy 


[eae] 
AQUNOS /UOTSEATP/IDTAISEp Sy. We 
BUTYeW-UOTSTIZp UL JUSeWeATOAUT ANOZ 


Siequew fyeqs soTJJo 
Teaques 1940 YIM drysuUOTJe[eA ANOZ 


JuspuejutTaodns 
anoAé yjtm dtysuorjejfea anoz 


DLE 


mae 


WES 


S19qeW poqepTey—OTAISTA 


qor IfeuL jo sqaoeg YIM sTedpouyT1g Jo uot oeJsT Aes Jo STaaaT Jo uot ingTszq stg Aduanbeigq a8equadisg 


LT SLged 


ae a vistuee ee . 
a # alagtaniyt t. mobianlit ‘fant Ww wisest len 


ne ae ay oe 20 ae 
Pics? ; ‘te wr Oe pe 


“ 


se EA “4 
tai » Th ase ioe Vk Wi = 


Ce ‘bp argh 4) - 
ef -) a } “a 4 ean rs ; 2 9 
i ao Vin aed i ta a vy pha ers) 7 


' 4 — 
7 “aint 
ts OA filaen i #3! Tele Mig 


(410) ey 1 iether jis) = 20% 1$tate 


Ser tins 
we steel - ip Vor + Eacg usage fit: 
ii “etat- ge juve t. 
fl 1} STATE DH ea | | 
- a, <9: = ihe 


} 
- 7 : om | Uaee Fl ( 7 “4 : qT ia ids me ‘- 


' 
\* rg Lath pee 4, fy ao ei | Lo at it iv te sbigregee ee. 
| Td. (Ue Tat eee 
- ; ' = Ns ori | 
a ——— oo ee ae _ me - a -— finials nei 


279 


1ojzeir4stTutTwpe ue 


9°S8 VOMUIEC He ok Cl eG Oe nCce GO GmGe GC SB JUsWeDUPApe 10f setaEunqaoddg “cE 
aJTT Teuosized 

ays Ope Teor Oe& ORO “O°SL 10 GIO -6e LEZ inos uo gol eyq Jo Joesse eu, VE 

OG Von Cod 1 Ou: 820 Cea G6 1°8h €°Cz | 420M amok yo Sieygo Aq uorayUuses—cy ee 
1OVeAISTUTWpe 

L°T6 96° | EET E°Z 0°9 |€°vl 1°S) €°67 | Ue Sse JuemySsT_dtoo[e Jo esues anoK ~7E 
AQ TuUnNWWOD 

G°86 Wiles Colac ell SO) AO Fj Gieanerea a oats aa Ur USEIEsOd TersaCes 4snOKy ae 
Toouos 

46 °€6 Gee rateGeL Cr Oumar Gh OC Cane 9 eC aac inoé p1eMOR Squsaed FO Sepniztaiy “OC 


S19}}eW poIeTey—uoT yedns00 


POTJsEIes 6 & ace Joey 
qUuedi1eg aS By LO 
4 SN 
s 2 
ve a @° 
GY An 
2.) . 
Q° re 


qor 3qeyy, JO sqooeg YITM sTedtouTig Jo uoTIOeJsTIeS Jo STeAey] Jo uoTynqgTazqstq Aouenbe1zyq asequsdisg 


T eTqeL 


a 9. 4) Set au 
Gai A ee oe 
) (29) ose Pele MT me ekt ~~ a 
= 7 ‘ 7 - 


74 im) nat let a 
- “ qPiath 
; a 
= Sere (rites a a8 gt te? 
au _ Th bic a3) 7 ae - 
- a. = 7 
a ee ty PSPS 
: . re 
wy Aut Wie tee tae) ve 
oll |_-e en 


reel a ee 


; 7 Soren : 


ee 


280 


qol anodA Uaim UoTa se gsp ies 
FO) SULTOS? [Petes 10 ae OG 


WOTIDETSTICS Gor) [TEASAH 


POFFISEICGS 
quediseg 


qor AzTeyy Jo sqe0eq YATM sTedtouTig Jo uoFJoessTyes Jo spTaaaT Jo uopzjngTtsqstTg Aduaenbeig 3a38ejquadieg 


tb eised 


a 


; = ‘ta * . 
nig be De a am ers ‘ | a 


28) 


suotjnqrqysut Arepuodsas—qjsod ut 
AT [TNJssaoons sAsTYOe OF SjUepNyS 


G°S6 ait Ore —6 S7S? 6.07 Sutaedeid ut ssoueaT eso SIT 
(UOT IONARSUT 
Jo a8en3uel, [eToTJjoO) osensuey, ut 
STLENS ATOJISFSTICS YITIM SQUepnIsS 
6°€6 eee) LTO P9etS 6h sutpfAoid uy sseueATjIeFFO SIT 
soTjewsey jew ut 
STITYS ATORVOeJSTIES YIM SjUSpNys 
0°L6 One OGG SSeS. te ING BuTpfAoiad UT SseueaAT IAF FO SIT 
wei3o0id ~TOoyoS 
ysty 1oTues Afey peqjetdwoo oaey 
Ady} Aeqje quowAoTdwe AOF sjUepnys 
7°68 S50) €7C  9oL OUGe™ 6° oy 8 6 sutiedeid ut sseueaATOeFjo Sj] 
SUdZTITO 
eTqrsuodseaz eq Oj Ssquapnys 
Ooo SmOl mers Geno Sl) <S AON BuTiedaid up sseueAToeF Fo SI] 
BAL VIIY 42 ot a UOTIIATAND 
qusdied CS ar & 
5 2” ss 
a 2 > 
~~ 2 
y > 
S; x 
2” a 


STOoYydS ATeyL Jo ssausaTqIeFJq Jo suotjdao1eq ,sTedtouf~ig Jo uoTynqyzaqstTgq Aouenbeirg a3ejUuedI98g 


G P1428 L 


bi hats oe % & Lorient baeuper 


mt teeta 


ae et oo ee ee 


odie tagg | 


ep 7 _ a 
nett =, ahprae Oe 
: _ pee ApS Say OT ae =e 


) oh eRe ‘os 
' 
} 


BATTAL i, ax our a ite 
it aoe Oe peice ) 
; _ Greg Wl 


pity wel were eae i “i. + 
Lee soe Nalaa Pa Tie8 ji , —_ 7 
* 1/00 ccpeiete Ee WD - 


(ros 2’leitr Saks 


_ 


he eps 


282 


BAT WOETIT 
quadie8dg 


S[TOOYIS ATduy, JO SSeUueATIDJeTJY JO suotjdac1eg ,sTedtoutag jo 


G& CARSEAT 


seanpesoid i0/pue 

SaToOTTOd mau BUTATOAUT o83uUeyOo 

0} Burjdepe ur si0j,e14STUTUpe 

pue Ssiayoeea} JO SsouaATJIeFJe su] 


Sjuepnqys AOF JuswUOATAUS ATASpiAO 
“SjuS © SUEPTAGOId UE Si63P 27S EuEUpE 
pue Sitoyoeeq JO SSaUSATIIIIFJO Jy] 


apnjt7zqe Buried pue Teuotssejoid 
e SurjJeajsuowep UL Si0jeAISTUTWpe 
pue Siayoeeaq JO SSaUdATIJIeFFJO JUL 


S[Teo8 aprM-TooyoS 9yq OF WNT_NOTAAND 
SU} BULYULT UL SSoUeATJIITFJO SIT 


STeO3 


aprm—-ToOoyos faTqeqdaooe ‘iesto 
BUTJeEOTUNWWOD UL SSOUBATIIVIFFJoO SIT 


Ssjuepnqgs AOF SaTATATIVe 
ABT NITAAND—-eARXS VSTTYMYyRAOM 
BUTpLAOAd UL SSOUBATJIIFFJe SI 


uoTieqtTay 


uot ynqtaqstq Aouenbsiyg assdequaoiseg 


ren aac 


ay 
% baste? OMe 
ete iat a4 me 
~— i 


an ‘* 


q 
7 et 


chi Ne —iompe hl a." site 


ee ee a) te 

; ; : : ale a secon =] 
Ten eee ee Soaps 
ae. Fda nee 


i? ¢ +e4° (Ew mS © = am | 
j 1 4) onal aes Me e ir ie ] 
shire oon ve Ais t 


pian > (Ana, 


EEE SSS aa 


283 


aAP WOFFA 
qusdiedg 


Tooyos 
anok Jo SsauaATIDeFJO [T[TeAGAO JUL 


squoied 
pue siayore} useMjeq UOT JeOTUNUUIOD 
9°67 8°6 TewIOJF JO SSaUsATIIIIFFJO OYL 


suotjeqoodxa 

io spiepuejs poutjyep ATAee To 

0q SuUEpz0D0e sjUepnqyS BuTJenTeAd 

TCT. to 29 6° 8i UT STeYyoed} FO SSSUBsATIIIFFJe oY] 


SoToUuesi9uWe 

Io y¥10M JO speoTizsao paqoedxeun 
Sul[Tpuey ut Ssiz0}eAASTUTUpe 

pue szayora} Jo ssoueATIIeFFJO OY] 


uOTIaATAD 


STOOYDS ATeUu, JO SsausATJaTFA JO suotqdaoieg ,sTedyout~ag jo uotynqTaqsTd Aduanbeig a8equodiseg 


G PLGeL 


_ 


_ =A 


_ 


-— 


a 


7 
te 


a _ 
Vs » 


> 


7 


_—_ _— 


a 


a 
5 


Mp. 


5. 2a 


— ae |. Ese F 


pets: iki? 4a maeeut J arin - ater canoe ‘te 


ee 


-\ = _- 


~~ 


verpuasce i 


—- : hee ——— 
a | ' rv oued 's Heats cbt wi 
ee) 4 ‘He -dqyyaryse) as 
. a eo: 4eer hoa} Soi 
oS ie 
wr | %, j-oriNE 8 ee Te wt 
9 ; ; —1 oly piSace 
) ; a A . ? ee ee be 
ona) le + menue 
eg | ee Tew i 
Gi \tnclt j tga Pra Aes 


Oe ai 


ey (weevr i. « 


Us ee 


284 


GAL VITIA 
quad198qg 


jJopee] e& SP SssouaAfeFFA ATeY] Jo suotydaotaq ,sTedtoutad Jo uot anqgyzysta 


iS CAIGIENG 


lopesal 
e Sse SSAUBATIIIFJO [[PAeAO ANOJ 


Sil9yoeay 
TENpTATpuL jo uopf eystAes qol ayy 
SUTSPITIUT UL SSaUdsATJOVJJO ANOK 


jJjgeqs Butryoesq anod jo oy e10u 
ayy BupTAcadwt up~ ssauaAT eFJo ANOK 


Saayoee} jo doueWIOjJIed 
ayuq BuTAcAdwt uf SsoUusATJIeFFO ANOK 


Squowjiedap pue sdnoig snotaea 
JO SOTIEATIORS Jy BuTjeaisajUT pue 
SUTJEUTPAOOD UT SSAUSATIIIFJJA ANOK 


UCTIa9t 19 


Aduonbeiyg a38equsd.i19g 


: Le tye? ou : : - : 4 , 5 
ch ARO an I ; - 
40: seers ou ne et 


(nul Pas hii tel. wa tle teeent < 


WT Tid See 


285 


aTqejzdeooe pue aqetadoiadde 
‘<TowT. o1e Jey SUOTSTIEP 
ZuTYeU UT SSeUeATIIeFFO ANOK °Y 


8°0 G20) 1565 tte 
ed: Ruch .9 LS, 35sec 


JotTjuoo pue AquTejisoun 
yqtm BSutdos uf ssoueATIOeFFOe ANOK °G 


JusWUOITTAUS TeU19}x9 
ayy Aq peqetjTuT aesueyo o}epouMloI0e 

0} seanpesoid pue sepottod 
Surqjdepe ut ssoueAT}IeFJo anOK * 


ea Guay 9S 8 6 oc 


sileyoes} pue sjuepnys 
AO} JYUSWUOATAUS FIOM VT qeqAS ‘gainoes 
e SurptaAoad ut ssaueAT OeFFo ANOR “EC 


sototfod dopaaep 3o asueys 07 1eyITe 
SiojeAjstTuTWpe TOOYDS-UT pue Stoyoreq 
YIM BUTYIOM UT SSoUeATIIEFFO ANOK ~C 


van Dae S) 7.5 Sela 
sqTeo3 

Tooyos paemMoj sazsyoea} JO SqAOF FO 
ay. BUTIDPATP UT SSoUeATIOIF FO ANOK 


GL SOG Soe Sha 


BAT WEIITFA 


of o> WOpto gt 19 
quadiag 


,STedtoutag jo uoTang7T4s3sid Aduenbeiyg odeqUus.Ied 


Jopee] e se ssaueAT oeFFy AFOUL FO suotj de0190g 


SAS el 


wi teeigts ineReD 
i” We j= al pan ’ 
1 ager! ile peas : 
Wieth Anis Lore 


4 + Vien MS a eae b@ efi 
> 07 2 enn ses 


yitaa Hes sierhd ITs 4 
» a i a tells iT "7 


Tie OP dots 


286 


Loe 


60° 


(BENS 


00° 


cE e 


Sib 


67. E 


SEAS 


ues 


8°0 


8°0 


aUON 


a elspoy 


Sollen] Ju Jo. [oseT 


TedEsupgiad e 
se d0UeNTJUL JO [eAST TTePAGAO ANOZ 


aouewtosiod jo spiepuejs 

uTeq190 Joow OF SjUepnNySs pue 
Sieyorea} e8einoous Oo} osn no&é ey 
senbtuyoe} WOLF peATAep sduUeNT FUT 


sjuepnys 
pue sioyore] Jo sjusweAsTYyoe 
pue Ss}10Fje 9Yy B3peaTmouyoe 
IO ozZTus00e1 0} SSOUSUTT TIM 
anoA Wolf peaATAap VoduUeNT FUT 


@ATIeeTD eq 10 azeaouUT OF AITTTWGe 
anok WOl} paeATAVp soUEeNTFUT 9UL 


qojeaqsturupe ue se ostjiedxe 
AnoA WO1F PeATAVp VoUSeNTIJUT sy] 


(SupuireestT /3utTyoeo}) 
uoTjeonps ynoqe sspeTMmouy TeoTruyoe) 
AnoA WO1F PpeATAep soUEeNTFJUT JUL, 


SOTISTASQOeAeYO 
pue setattenb [Teuosied 
anoA WOlJF peATAsp souUueNT juy 


qedtpoutad se uotqtsod anos jo 
Aqraoy ne Woly peaATAap gouUeNyT Jul 


aoduen,T jury jo eseg 


aouen{ Jul JO TeAeT ATeyy Jo suotqdeoi9g ,spedpoutig jo uot nqt4sq4stTq Aduenbelgy 


yp ASIEN 


fa ert seit * vatsaesat eakentaih Ma aieamah 


+sranttee ay? ' rote 4s 
Tact rag, oe hd au 

‘ 
wey pet Fp 


7 2 
a oe 
- . =u! 


sr Se orkeah ic Sa : 
reser walt ye Ge qwahee | 


a = 


eee yeh > pian 
det wl 4q ‘ies ie Se 


thio gna: Ague ap 
rt mya a) : 
‘ne ernie =) one 7 : 


wise” Eo nw 


aT eT | ay 
sleet wen ~ anime) ie 


—_+ me & 


niversity of Alberta Library 


MUNN NUN 


0 1620 0399 7366 


a 


i 
ne dat 
Le 


Le 


Hy 
he 


